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ABSTRACT 
During the apartheid era black people were systematically excluded from all 
positions of influence in the state and civil society. The majority of senior posts in 
government were held by whites, in particular, white males. Women and people with 
disabilities were similarly disadvantaged and marginalised, particularly those from 
black communities. With the new post-apartheid dispensation, the democratic 
government took a conscious decision to change that situation. It is against this 
background that that the Employment Equity Act (EEA) was introduced in 1998. The 
two main aims of the Act are: to achieve employment equity by promoting equal 
opportunity and fair treatment in employment through the elimination of unfair 
discrimination; and to implement the affirmative action measures, to redress the 
disadvantages in employment experienced by designated groups in order to ensure 
their equitable representation in all occupational categories and levels in the 
workforce. 
The implement of EEA in the Eastern Cape Department of Transport (ECDOT) has 
so far not been very successful as the Department still has not managed to meet the 
set targets. According to their Employment Equity Plan (EEP), the senior 
management level (SMS) is still dominated by males. Although the situation is 
slightly better at the middle management level, it is still far from being ideal. The 
lower ranks are dominated by females. With regard to people with disabilities 
(PWDs) the Department is still far from meeting their 2% target. 
The purpose of this research was to determine if the ECDOT has been able to 
implement the dictates of the EEA. It aims to look at ways in which the EEA can best 
be implemented in order to ensure that the desired results are achieved. This study 
was prompted by the fact that the ECDOT has not managed to reach the EEA 
targets in hiring people with disabilities (PDWs) and elevating women to senior 
positions. 
The study explored the views of the employees of the Department regarding the 
implementation of EE. It was conducted using the quantitative approach. 90 
employees were asked to respond to a structured questionnaire designed by the 
v 
 
researcher. The findings of the study indicate that although in some areas the 
Department has been able to successfully implement EE, issues of racial equity, 
diversity, infrastructure conducive for people with disabilities, recruitment practices, 
and management commitment still need to be improved on. The study recommends, 
amongst others, that managers should provide leadership in the implementation 
process, more recruitment sources should be explored, suitable infrastructure must 
be provided, diversity issues must be addressed through workshops and training 
sessions, employee participation needs to be ensured, and that feedback must 
always be provided to EE beneficiaries in order to keep make sure they remain 
within the organisation and continue to improve. 
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     CHAPTER 1 
                                           OVERVIEW OF STUDY 
1.1   INTRODUCTION AND BACKGROUND TO STUDY 
 
Since the establishment of the Union of South Africa in 1910, the public service has 
been dominated by white people until 1994 when the democratic government came to 
power (van der Westhuizen and Wessels, 2011:170). According to van der Westhuizen 
and Wessels (2011:170), black people were employed only where whites could not be 
obtained, like manual labour. Furthermore, black people, generally, did not have 
adequate education and skills that would enable them to be employed in the 
administrative, professional, technical and clerical positions (van der Westhuizen and 
Wessels, 2011:171). The exclusion of blacks from the public service was linked to the 
policy of discrimination that existed at the time; this included job reservation and the 
separation of blacks and whites in the job situation. This meant that black people were 
not allowed access to all divisions of the public service. To make things worse, 
educational facilities for them were still inadequate, with the result that the majority 
remained unskilled. According to Herholdt and Marx (1999:2) in 1978 South African 
companies were forced to implement the “Sullivan Code of Conduct” which required 
them to do away with segregation in recreational and work facilities; introduced equal 
and fair employment practices for all employees, introduce equal pay for people doing 
equal work; develop training programmes for blacks for supervisory, administrative, 
clerical and technical jobs; increase the number of blacks in supervisory positions; and 
improve the quality of employees‟ lives outside the work environment. However, these 
measures failed to produce the anticipated effect (Herholdt and Marx, 1999:3). 
 When the National Party government came to power in 1948, they developed policies 
that spelled out that non-whites would not be allowed employment in the public service 
on equal terms as white employees, and that non-whites would not be placed in 
positions of authority over whites. Shortages of personnel experienced in the 1970s 
forced the government to employ non-whites in positions in which they initially did not 
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qualify. Between 1966 and 1981 the white regime introduced some measures that 
resulted in uniform posts and rank designations for whites and non-whites. They also 
took a decision to eliminate all disparities among population groups with effect from 01 
March 1988 (van der Westhuizen and Wessels, 2011:172). 
When the democratic government took over in 1994, it inherited an administration which 
in terms of race and gender did not reflect the composition of the South African 
population (van der Westhuizen and Wessels, 2011:173). In order to eliminate 
discrimination, the democratic government introduced policies and legislation that were 
meant to guide the South African public service in creating equality in that sector.  To 
this effect provisions were made in the Constitution of 1996 (Act 108 of 1996) that 
paved the way for the Employment Equity Act, 55 of 1998.  
The Constitution of the Republic of South Africa of 1996, Section 9(2), advocates the 
promotion of legislative and other measures which are meant to protect or advance 
persons who were, hitherto, disadvantaged by unfair discrimination. It also requires 
public administration to be broadly representative of the South African people, with 
employment and personnel management practices based on ability, objectivity, fairness 
and the need to address the imbalances of the past to achieve broad representation. 
Section 20 of the Employment Equity Act required all government departments to 
implement affirmative action measures for people from designated groups which include 
blacks, women and people with disabilities. Affirmative action is defined by Van der 
Westhuizen and Wessels (2011:28) as a way to achieve employment by dealing with 
imbalances, and a means to bring previously disadvantaged groups of people to a 
position where they can compete with the advantaged. According to van der 
Westhuizen and Wessels (2011:164) affirmative action is viewed as proactive and 
remedial measures designed to bridge the gap between formal equality of employment 
opportunity and substantive equality of opportunity. Affirmative action measures include: 
 measures to identify and eliminate employment barriers, including unfair 
discrimination, which adversely affects people from designated groups;  
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 measures meant to promote diversity in the workplace based on equal dignity 
and respect for all people;  
 measures to  accommodate people from designated groups in order to ensure 
that they enjoy equal opportunities and are equitably represented in the 
workforce of a designated employer;  
 measures to ensure the equitable representation of suitably qualified people 
from the designated groups in all occupational categories and levels in the 
workforce; and  
 measures to retain and develop people from designated groups and to 
implement appropriate training measures, including measures in terms of the 
Skills Development Act, 97 of 1998. 
 
This study was intended to determine if the Eastern Cape Department of Transport  
complied with Section 20 of the Employment Equity Act and implementing affirmative 
action measures for people from designated groups. The study also assessed the 
perceptions held by employees of affirmative action in relation to service delivery. The 
aim was to determine whether the implementation of affirmative action by the 
Department has negative effects on service delivery or not. The unit of analysis was 
Amathole District. 
1.2  MOTIVATION FOR STUDY 
According to the Department of Public Service and Administration (DPSA) (2011-2012) 
Public Service Affirmative Action and Employment Equity Report, the South African 
Public Service had a total workforce of 1 327 548 employees. 57% of these were 
females and 42% males. 79.15% were Africans, 3.26% Asians, 8.35% coloureds, and 
9.43% whites. African females constituted 45.47% and males 33.68%; Asian females 
made up 1.64% and males 1.62%; coloured females consisted of 4.73% and males 
3.62%, and white females were 5.45% and males 3.8%. 
The above statistics show that women constitute the majority of the labour force. 
However, this picture is not replicated at the level of leadership. The 2011-2012 Public 
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Service Affirmative Action and Employment Equity Report demonstrates that women 
were largely located at levels 00-09. From level 10 to 16 these numbers decreased. At 
the Senior Management Service (SMS) levels from 13-16, although there has been a 
steady increase in the representation of women, by March 2012 there were only 38.1% 
of them at this level. In terms of race representation, Africans represent 70.18%, whites 
15.58%, coloureds 8.08%, and Asians 6.15%. Table 1 shows distribution of positions by 
race and gender. 
Table 1: SMS Positions by race and gender in March 2012. 
Race Female Male 
N % N % 
African 2 309 27.38 3 610 42.8 
Asian 191 2.26 328 3.89 
Coloured 234 2.77 448 5.31 
White 486 5.76 828 9.82 
Total 3220 38.18 5 214 61.8 
 
Source: DPSA Public Service Affirmative Action and Employment Equity Report, 2011-
2012 
With regard to the Eastern Cape Province, in March 2012 the representation of males 
was 65.09% and that of females stood at 34.9%. That means none of the Eastern Cape 
Provincial departments has so far achieved the 50% target in terms of female 
representation. 
On the other hand, according to the 2011-2012 Commission for Employment Equity 
Annual Report, the representation of males was 76.8% and that of females 22.2%. 
Table 2 shows the distribution of senior management posts by race and gender. 
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Table 2: Top management positions by race and gender in the Eastern Cape Province 
in March 2012 
Race Female Male 
African 18% 54% 
Asian 0.6% 1.2 % 
Coloured 0.6% 9.0 % 
White 3.0% 12.6 % 
Total 22.2% 76.8 % 
Source: Commission for Employment Equity Annual Report, 2011-2012 
With regard to the representation of people with disabilities, in March 2012 there was 
0.36% representation nationally. Despite the fact that the Eastern Cape was one of the 
best performing provinces in this regard, along with KwaZulu-Natal, Limpopo and the 
National departments, the province employed 542 people with disabilities in the last 
quarter of the 2011-12 financial year, constituting 0.92% of the total workforce, which is 
still far from the 2% minimum target. 
National and provincial statistics provide justification for the need for this study, which 
was to assess the way in which the employment equity act is implemented by the 
Department of Transport. It is also worth noting that on 8 March 2013, the Department 
of Public Service and Administration issued a memorandum to all government 
departments around the issues of employment equity targets. The memorandum 
contained concerns that were raised by cabinet regarding non-achievement of the 
gender and disability targets since the review in 2005. The memo stated that the public 
service has not achieved the employment target of 50% for women at SMS level and 
that the public service has also not achieved the 2% minimum employment equity 
targets for the employment of people with disabilities in the public service (DPSA 
Memorandum, 2013). 
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As far as the ECDOT is concerned, which is the focus of this study, there are still 
challenges. At the senior management level (level 13), women constitute 24% while 
76% are males. At level 12, the situation is much different. At this level 49% are females 
and 51% are males. In the lower levels, the bulk of the staff is constituted by females. 
As table 3 shows, under-representation of women at levels 10,11,13,14, and 15 is 
unacceptable. At level 10 females constitute 34% and males 66%, at level 11 females 
constitute 36% and males 64%, at level 13 women constitute 24% and 76% are males, 
at level 14 females make up 25% and 75% are males, and at level 15 males constitute 
100% and there are no females. As far as people with disabilities are concerned, the 
Department has only 0.6% which is far below the provincial target of 2%. Table 3 shows 
the departmental workforce by salary levels, race and gender. 
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Table 3: Departmental workforce by salary levels, race and gender  
Salary 
Level 
FEMALE Total  
Female 
MALE Total  
Male 
Total 
African Coloured Indian White African Coloured Indian White  
16 0 0 0 0 0 0 0 0 0 0 0 
% 0 0 0 0 0 0 0 0 0 0 0 
15 0 0 0  0 1 0 0 0 0 1 
% 0 0 0 0 0 100% 0 0 0 0 100% 
14 0 0 1 0 1 2 0 0 1 3 4 
% 0 0 100% 0 25% 50% 0 0 25% 75% 100% 
13 6 0 0 0 6 12 3 1 3 19 25 
% 100% 0 0 0 24% 63.1% 16% 5.2% 16% 76% 100% 
12 30 1 0 2 33 27 2 0 5 34 67 
% 91% 3% 0 6% 49% 79% 6% 0 15% 51% 100% 
11 4 1 0 0 5 7 0 0 2 9 14 
% 80% 20% 0% 0% 36% 78% 0% 0 22% 64% 100% 
10 25 1 0 1 27 44 4 0 4 52 79 
% 93% 4% 0 4% 34% 85% 8% 0 8% 66% 100% 
9 10 0 0 0 10 6 0 0 0 6 16 
% 100% 0 0 0 62.5 100% 0 0 0 37.5% 100% 
8 124 0 0 4 128 134 9 0 5 148 276 
% 97% 0 0% 3% 46% 91% 6% 0 3% 54% 100% 
7 117 9 0 9 135 182 9 0 12 203 338 
% 87% 7% 0 7% 40% 90% 4% 0 6% 60% 100% 
6 204 19 1 8 232 236 65 1 7 309 541 
% 88% 8% 0.4% 3% 43% 76% 21% 0.3% 2% 57% 100% 
5 52 1 0 1 54 41 1 0 0 42 96 
% 96% 2% 0 2% 56% 98% 2.3% 0% 0% 44% 100% 
4 44 1 0 0 45 27 2 0 2 31 76 
% 98% 2.2% 0 0 59% 87% 6% 0% 6% 41% 100% 
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In light of the above, which demonstrates that women and people with disabilities are 
still not adequately represented, the indication is that, at this stage, the implementation 
of affirmative action policies in the South African public service is not achieving the 
desired success in terms of achieving employment equity with respect to women at 
middle and senior management levels, and also with respect to people with disabilities. 
It is, therefore, the task of this study to find out if the Eastern Cape Department of 
Transport, on its part, is complying with Section 20 of the Employment Equity Act (EEA), 
and implementing the affirmative action measures for people from designated groups in 
terms of the Act and other relevant policy frameworks and pieces of legislations in order 
to achieve employment equity. 
The study assessed if the way EEA is implemented by the Department affected the 
achievement of its goals. Furthermore, it aimed to assess the understanding of the 
affirmative action policy and its purpose by employees, and the extent to which this 
influenced the attitude of male employees who were overlooked because gender 
inequalities against women had to be addressed. The study then produced 
recommendations which are based on the findings; and recommendations were made 
with the purpose of addressing those areas that still require improvements.  
1.3 PROBLEM STATEMENT 
In an effort to transform society and reverse the imbalances of the past, the South 
African government introduced the Employment Equity Act (RSA 1998b). Like all 
government departments, the Department of Transport has a responsibility to 
implement affirmative action and achieve the targets that have been set.  
However, the 2011-2013 Employment Equity Plan of the Department of Transport 
showed that the equity targets set had not been complied with as the number of women 
in positions of management and persons with disabilities remained very low.  
1.4 RESEARCH QUESTIONS 
This study was guided by the following research questions: 
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1) Is there a common understanding of the purpose of employment equity in the 
Department of Transport? 
2) What practical steps are being taken by the Department to ensure that affirmative 
action measures were being implemented?  
3) What are the enabling and inhibiting factors of employment equity in the Eastern 
Cape Department of Transport? 
4) What measures are employed by the Department to attract people with 
disabilities? 
 
1.5 OBJECTIVES OF STUDY 
The objectives of this study are to:  
1) determine the extent to which the Eastern Cape Department of Transport 
is complying with the relevant policy and legislative requirements and 
measures;  
2) determine the enabling and constraining factors for achieving employment 
equity in the Eastern Cape Department of Transport; 
3) gain an understanding of what can be done to improve the employment 
equity transformation with regard to all the designated groups in the 
department; and 
4) make recommendations on how the situation can be improved in relation 
to how the EEA is implemented 
 
1.6 SIGNIFICANCE OF RESEARCH 
The South African government is currently redressing imbalances that stem from the 
discriminatory practices of the past. Affirmative action is one of the important tools for 
achieving that goal. However, despite the fact that the relevant legislation came into 
being in the late 1990s, successive reports have shown less than satisfactory progress 
in terms of implementation. It is, therefore, crucial to make sure that this important tool 
of transformation is assessed to determine if and how it is being implemented by 
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various organisations and state departments to produce the kind of result it is meant to 
produce. Therefore, this study will look at how it is implemented by the Eastern Cape 
Department of Transport. Ultimately, the study will produce a report that contains 
recommendations on what needs to be done to implement the policy effectively so that 
it transformative goals are achieved. 
1.7 PRELIMINARY LITERATURE REVIEW 
According to Khan and Louw (2011:679) despite the fact that government legislation 
seems to favour women, its success in terms of increasing the representation of women 
in senior management positions depends on the public service‟s management 
philosophies and practices, as these currently treat women differently as a result of 
social constructs, and norms and stereotypes determined by corporate culture. This 
study will look at whether these problems exist within the Department and also consider 
possible ways of making sure they do not impede the process of implementation of the 
legislation by exploring relevant literature, reports, and studies. 
Regarding attitudes towards and experience of employment equity, Oosthuizen and 
Naidoo (2010:4) in their study found that the themes that emerged frequently at 
management level were: a lack of skills and experience, and the perception that 
employment equity staff is incompetent. From non-management employees themes that 
emerged were that of employment equity being seen as reverse discrimination and 
racism; and as a numbers game that does not have a positive impact on the 
organisation. From the previously disadvantaged groups some of the themes were: lack 
of training and development; perceptions of unfairness and preferential treatment for 
African women; and the seldom inclusion of people with disabilities in the employment 
equity. Historically advantaged groups view EE as reverse discrimination, racism and 
victimisation; they also claim loss of employment and brain drain. This study considered 
these questions in relation to perceptions held by employees of the Department of 
Transport (Oosthuizen and Naidoo, 2010: pp 5-8).   
A study by Naidoo and Kongolo (2004:26) revealed that one of the problems of 
affirmative action is that some white South Africans see it as a tool to discriminate 
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against them; as a result, they are reluctant to support its implementation. In a study 
conducted by Oosthuizen and Naidoo (2010:7) some of the white respondents claimed 
that EE is nothing but reverse discrimination, racism and victimisation that results in loss 
of employment on the part of the white community. In order to respond to the problem 
presented by these perceptions, Naidoo and Kongolo (2004:135) suggest that care 
should be taken in explaining the purpose of these programmes for better 
understanding. This study explored the steps that the Department was taking in order to 
assist those employees who do not have the required understanding of this programme. 
The White Paper on the Transformation of the Public Service (1995) warns that the 
affirmative action policy had to be devised in a way that complements rather than 
contradicts other transformation goals and programmes, particularly those of efficiency 
and effectiveness. Some of the interviewees in the study conducted by Oosthuizen and 
Naidoo (2010:6) believe that affirmative action had led to a situation in which people 
were promoted to management positions for which they did not qualify. According to this 
same study, there is an acknowledged capacity and skills deficit in the public sector 
which leads to poor service delivery. As much as the study acknowledges other 
challenges that have had negative effects on service delivery, it does suggest that the 
mechanistic application of affirmative action by means of targets is not helping the 
problem of skills deficits to the extent that in some areas a noticeable decline in the 
efficiency of the state has been witnessed (Oosthuizen and Naidoo, 2010:7). Examples 
range from records management to state departments without the capacity to spend 
their budgets. These suggestions were rejected by Edigheji (2007:4) who, instead, 
stated that the state capacity problems were due to the fact that the South African 
education system has not been restructured to provide the knowledge and skills 
required in our new democracy, to allow citizens to be active agents of social change, 
and to provide the skills necessary to make the economy globally competitive.  
According to Phago and Mello (2007:154), affirmative action appointees were not 
getting enough support. This is despite the Presidential Review Commission of 1998 
recommendation about the need for a strong link between transformation and training 
and development. The Commission‟s suggestions included the use of fast-track 
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programmes for new managers, comprehensive induction processes, mentoring 
schemes, and on-going capacity development programmes in line with the 
recommendations of the White Paper on Public Service Training and Education (RSA 
1997c).  
1.8 RESEARCH DESIGN AND METHODOLOGY 
Applicable policy documents and legislation were explored to obtain a better 
understanding of the policy and legislative issues that relate to employment equity and 
affirmative action. The study, therefore, explored and described the manner in which the 
Employment Equity Act is being implemented by the Eastern Cape Department of 
Transport and the experiences of the employees regarding recruitment and other 
affirmative action practices. 
The study was conducted through a quantitative approach. This approach is defined by 
Maree (2007:145) as a process that is systematic and objective in its way of using 
numerical data from only a selected subgroup of a population to generalise the findings 
to the entire population that is being studied. A sample of about 90 employees of the 
Department was selected and the findings were generalised to the rest of the 
Department. Data was collected through a self-administered structured questionnaire 
designed by the researcher. Participating employees on their own completed the 
questionnaire that the researcher distributed based on the instructions that were given. 
Based on this questionnaire, the views of employees with regard to the implementation 
of affirmative action practices within the Department were interpreted. 
 1.8.1 Unit of analysis 
The unit of analysis was Amathole District of the Eastern Cape Department of 
Transport. The target population included the District Manager, Heads of Directorates, 
HR managers, trade union representatives and ordinary employees.  
1.8.2 Sampling 
In selecting 90 employees of the Department who took part in this study, purposive or 
judgemental sampling was used. According to Babbie and Mouton (2004:166), 
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purposive sampling is appropriate when a researcher has to select a sample on the 
basis of his/her knowledge of the population, its elements, and the nature of the 
research aims. It can also be used when the researcher wishes to study a small subset 
of a larger population in which many members of the subset are easily identified. This 
sampling method is appropriate for this study because the researcher is based within 
the organisation to be studied and is familiar with the population from which the sample 
was taken. This enabled the researcher to make sure that the nature of participants 
selected would help to achieve the research aims. The researcher also ensured that all 
the necessary population elements were included and that the sample was sufficiently 
representative. This means the sample represented males and females, employees 
from different racial groups, employees representing different salary levels, and trade 
union representatives. 
 1.8.3 Data collection and analysis 
In this study, data was collected through a self-administered, structured questionnaire. 
The questionnaire was given directly to the respondents who read the instructions and 
recorded answers. According to Neuman (2011:337) self-administered questionnaires 
are cost effective, can cover a wide area, and can achieve acceptable response rates 
from an educated sample with strong interest in the topic. In this research the 
assistance of heads of different directorates was sought. This questionnaire carried 
instructions on how to complete it. The questionnaire consisted of two sections. Section 
A, consisted of closed-ended questions which enquired about the biographical status of 
employees. Section B consisted of Likert style questions which assessed the 
employees‟ understanding of affirmative action, their experiences of how it is 
implemented by the Department, and their attitudes towards it. A Likert scale was also 
used to determine the frequency of the behaviour, level of importance questions, and 
the extent of agreement questions. The questionnaire was distributed over a two weeks 
period and thereafter data analysis was done using the statistical package called 
Statistica 10 in consultation with the resident NMMU statistician. The information 
emanating from the analysis was quantitatively interpreted. Findings were presented in 
pie-charts and histograms. 
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1.9 ETHICAL CONSIDERATIONS 
According to Strydom (in De Vos et al.2002:63) ethics are a set of widely accepted 
moral principles that offer rules and behavioural expectations about the most correct 
conduct towards the respondents, employers, sponsors, other researchers, assistants 
and students. For the purpose of this study the following ethical issues were observed: 
1.9.1 Permission and consent form 
Prior permission to conduct the study was obtained from NMMU. Prior to conducting the 
study, the respondents were informed of the nature, aims and objectives of the study 
and their right to participate or not participate. 
1.9.2 Anonymity and confidentiality 
All the information obtained from the respondents was afforded absolute confidentiality 
and the names of participants were not noted or used in the study. 
1.10 CLARIFICATION OF CONCEPTS 
The following concepts will be used in the analysis of the problem statement 
 1.10.1 Affirmative action: Government‟s proactive and remedial measures which are 
designed to enhance equality, correct past discrimination, and develop and empower 
members of disadvantaged groups to create a diverse and effective workforce which will 
strive to achieve organisational goals (Herholdt & Marx,1999:14).  
1.10.2 Equality of opportunity: Refers to an ideal state where everyone has an equal 
chance to compete with his or her peers for access to social goods (Van der 
Westhuizen & Wessels, 2011:165). 
1.10.3 Commission for Employment Equity: This is a commission set up by the 
government in order to monitor the implementation of affirmative action both in the 
public and private sectors (Van der Westhuizen & Wessels, 2011:188). 
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1.11. ORGANISATION OF CHAPTERS 
Chapter 1: Overview of the study   
This chapter will introduce the research topic and explain the motivation for and the 
significance of this research. It will also outline the research problems, the objectives to 
be achieved by the research, the questions that the research seeks to answer, and the 
methods and process of the research.  
Chapter 2:   Literature review 
This chapter will review relevant literature relating to the implementation of the contents 
of the Employment Equity Act. The legislative and policy framework will be reviewed, as 
well as literature which focuses on challenges that normally confront the implementation 
of EEA, and strategies that can be implemented in order to overcome these challenges.  
Chapter 3: Research methodology  
This chapter will describe in depth the methodology used by the researcher, including 
the research design and methodology to be followed in the study. 
Chapter 4: Data Analysis and Interpretation  
In this chapter the researcher will analyse and interpret the collected data. Findings will 
be presented. 
Chapter 5: Conclusion and Recommendations 
In this chapter there will be a summary and discussion of the researcher‟s findings and 
implications for practice through recommendations. 
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     CHAPTER 2 
 
        LITERATURE REVIEW  
 
2.1 INTRODUCTION 
 
This chapter will focus on the definitions of relevant concepts such as: employment 
equity; affirmative action; designated groups; reasonable accommodation; and diversity 
management.  
Secondly it will also focus on issues that have an impact on the effective implementation 
of EEA. These are issues such as: employee perceptions; workplace environment; 
impact of EE on employees; barriers to the advancement of women; and barriers to 
employment of people with disabilities (PWDs).  
The Employment Equity Act (55 of 1998) defines people with disabilities as people who 
have a long-term or recurring physical or mental impairment which substantially limits 
their prospects of entry into, or advancement in employment. In terms of the Technical 
Assistance Guidelines on the Employment of People with Disabilities,(2005:1) disability 
is a condition caused by an accident, trauma, genetics, or a disease which may limit a 
person‟s mobility, hearing, vision, speech, intellectual or emotional functioning.                  
Thirdly, the focus will be on the constitutional, legislative and other policy mechanisms 
that should guide and determine how the process of the implementation of employment 
equity should unfold. Key among these are, the Employment Equity act of 1998(EEA) 
and the Constitution of the Republic of South Africa of 1996.  
Lastly, attention will also be paid to strategies that can facilitate effective implementation 
of employment equity, such as: employment equity plan and affirmative action; 
reasonable accommodation of designated groups; handling of attitudes and past 
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prejudices; communication and employee participation; diversity management; and 
aligning human resource policies and practices with the employment equity objectives. 
These strategies are in line with the critical steps that DPSA (2010:10) suggest should 
guide compliance in the public service. These are: assigning employment equity (EE) 
compliance to a designated senior manager; conducting communication and 
consultations, aligning the human resource (HR) plan to the EE Programme; focusing 
on the set numeric targets; drawing up the employment equity plan; and creating an 
enabling environment for the implementation of the plan.  
The discussion contained in this chapter will then assist to determine if the department 
is indeed moving in the right direction in its implementation of the employment equity 
legislation. 
2.2   DEFINING EMPLOYMENT EQUITY CONCEPTS   
 
The focus of this study is to assess the implementation of employment equity in the 
Eastern Cape Department of Transport. Definitions of EE and other related concepts 
will be provided for the purpose of making sure that the study objectives are clear and 
no confusion occurs. 
2.2.1 Employment Equity (EE)       
 
It is important to note that the terms „employment equity‟ and „affirmative action‟ are 
frequently used interchangeably. According to Dimma (1991:1), EE involves efforts to 
achieve equity and fairness through the elimination of structural and attitudinal 
discrimination, as well as work environment that promotes diversity management. Smith 
and Roodt (2003:32) explained the aims of EE as to achieve equity in the workplace by 
promoting equal opportunity and fair treatment in employment through the elimination of 
unfair discrimination and to implement affirmative action measures to redress the 
disadvantages in the workplace experienced by designated groups. 
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Based on the above, it can therefore be concluded that EE is essential for creating a 
work environment that is suitable for employees to realise their potential without having 
to face any difficulties created by unfair labour practices. It can also be understood as a 
process of transformation that is meant to create fair and equitable opportunities for all 
employees, especially the previously disadvantages ones. 
 
The Employment Equity Act of 1998 aims to achieve equity in the workplace by 
promoting equal opportunities and fair treatment in employment through the elimination 
of unfair discrimination and implementing affirmative action measures to redress the 
disadvantages in employment experience by designated groups, in order to ensure their 
equitable representation in all occupational categories and levels in the workforce 
(Employment Equity Act, 1998). 
 
Affirmative Action (AA) refers to a strategy for the achievement of employment equity 
through redressing imbalances, and as a means of enabling the disadvantaged to 
compete competitively with the advantaged (Van der Westhuizen and Wessels, 
2011:162). In other words it is an intervention intended to break down barriers to 
equality and equal employment. Van der Westhuizen and Wessels (2011:164) also 
describe AA as the proactive and remedial measures designed to bridge the gap 
between formal equality of employment opportunity and substantive equality of 
opportunity. Grobler, Warnich, Carrell, Elbert, & Hatfield, (2011:78) add that AA is 
intended to overcome the effects of past or present discriminatory policies or practices, 
or other barriers to equal employment opportunity. 
 
According to Coetzee & Vermeulen (2003:18), AA refers to a purposeful and planned 
placement or development of competent or potentially competent persons. This 
indicates that the hired individual does not necessarily have to be the most competent, 
as AA will consider even those with potential to become competent. It also implies that 
AA requires proper planning to ensure appointment of a workforce that reflects the 
country‟s demographics. McGregor (2006:397) concurs with this view and states that 
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the purpose of affirmative action measures is to ensure the achievement of substantive 
equity through the long-term goal of reducing inequality. 
 
Based on the above definitions, it can therefore be concluded that AA is a strategy 
which is meant to support the achievement of EE objectives of transforming the work 
environment to ensure its conduciveness to enabling designated groups to maximise 
their potential.  
 
2.2.2 Provision of reasonable accommodation 
 
Provision of reasonable accommodation is central in creating an environment which is 
conducive for all employees, especially those from designated groups. According to the 
Employment Equity Act (1998), reasonable accommodation refers to any modification or 
adjustment to a job or the working environment that will enable a person from a 
designated group to have access to, or participate, or advance in employment. This 
means institutions are to make sure that all those needs of the designated groups are 
not only identified but are actually taken care of. The Code of Good Practice on the 
Integration of Employment Equity into Human Resources Policies and Practices 
identifies four areas where reasonable accommodation is required: 
 
 During the recruitment and selection process; 
 In the working environment; 
 In the way work is usually done, evaluated and rewarded; and 
 In the benefits and privileges of employment 
 
In order to make sure these areas are adequately taken care of, there is a need for 
employers to conduct an audit that will help to identify the needs of the groups. That will 
go a long way in terms of ensuring that the necessary environment is created. 
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2.2.3 Designated groups and employers 
 
According to the Employment Equity Act of 1998 the term „designated groups‟ refers to 
black people, women, and people with disabilities. In this context „black people‟ include 
Africans, Coloureds, Indians, and Chinese. In the Explanatory Memorandum on the 
Employment Equity Amendment Bill, 2010, the definition of „designated groups‟ was 
amended to ensure that beneficiaries of AA in terms of Chapter 3 of the Employment 
Equity Act (EEA) are limited to persons who were citizens of the Republic of South 
Africa before the democratic government came into power, or those who would have 
been entitled to citizenship but could not because Apartheid policies prevented it. 
According to Groenewald (2006:21) disparities that exist in the workplace were a direct 
result of the Apartheid laws, especially those that excluded black people, women, and 
people with disabilities, from key decision-making positions and skills development 
opportunities. 
 
The Employment Equity Act defines a „designated employer‟ as an organ of state as 
defined in the constitution, excluding local spheres of government, the National Defence 
Force, the National Intelligence Agency and the South African Secret Services. 
 
2.2.4 Diversity Management 
 
Managing diversity is very important in the context of what the employment equity 
initiatives seek to create, which is to build harmonious working relationships towards the 
achievement of a common goal, in spite of the diversity that exists in the workplace. It is 
therefore important for institutions to make sure that there is an effective diversity 
management strategy. According to Grobler et al (2011:78) diversity means any 
perceived difference among people. Green, Lopez, Wysocky, & Kepner (2002:1) define 
diversity as “acknowledging, understanding, accepting, valuing, and celebrating 
differences among people with respect to age, class, ethnicity, gender, physical and 
mental ability, race, sexual orientation, spiritual practice and public assistance status.” 
The CIPD (2005:25) proposes that there are in fact different categories of diversity, 
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which include: social category diversity; organisational diversity; and value diversity. 
Social category diversity includes differences in demographic characteristics such as 
age, gender, and race; organisational diversity includes differences characterised by 
educational levels, function and tenure; and value diversity refers to psychological 
differences in personalities and attitude. 
 It can therefore be argued that in the context of the workplace, diversity management 
involves recognition of individual similarities and differences, managing these 
differences in a manner that will create harmony within the workforce, and also lead to 
its strengthening with the purpose of achieving common organisational goals and 
objectives. In the context where employees are antagonistic towards one another, on 
the basis that they belong to different groups defined by culture, race, age, gender etc., 
production would be threatened as employees would not be in a position to complement 
each other as members of the same team in a manner that enhances the organisational 
capacity. 
 
According to Patrick and Kumar (2012:1) diversity management is a process intended to 
create and maintain positive work environment where similarities and differences of 
individuals are valued, so that all can reach their potential and maximise their 
contributions to an organisation‟s strategic goals and objectives. Grobler.et al (2011:8) 
agree and put emphasis on this being a planned systematic and comprehensive 
process in which no person is excluded on the basis of factors unrelated to productivity.  
 
Human (1996:46) points out that managing diversity is the competence required for the 
effective implementation of affirmative action. It is therefore reasonable to conclude that 
managing diversity is also necessary in the context of its relatedness to the 
achievement of Affirmative Action outcomes. According to Gwele (2009:4) managing 
diversity is a complex and dynamic process that involves a departure from collective 
views of groups of people to valuing individual differences and talent in the workforce. In 
fact, Green et al (2002:2) understand it as not merely about acknowledging differences 
in people, but also recognising the value of such differences, combating discrimination 
and promoting inclusiveness. Rangarajan (2010:251) and Wessels (2008:24) also 
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acknowledge the contribution diversity management makes in creating a positive work 
environment in which there is acceptance of differences and good working relationship. 
 
 In line with the above discussion, DPSA (2010:9) describes valuing diversity as not just 
acknowledgement of differences but also of the similarities recognised by the EEA, and 
sets processes in motion to make such dynamics work for a better life for all. DPSA 
(2010:9) also identifies valuing diversity as one of the central factors towards the 
success of EE as it creates an environment in the workplace that is conducive to and 
healthy for its implementation.    
 
2.3 Constitutional, legislative and policy mechanisms 
 
Chapter 2 of the Constitution, 1996 enshrines the fundamental rights of all citizens. 
These include the right to equality. Section 9 stipulates that everyone is equal before 
the law and has the right to equal protection and benefit of the law. Subsection 9(2) 
declares that equality includes full and equal enjoyment of all rights and freedoms 
specified in the Constitution. According to Gutto (1996:27), equality of representation 
means that public service structures should reflect the broad diversity of the South 
African population. This is important to secure participation of women, blacks, and the 
people with disabilities, and also ensures that experiences and issues relevant to 
women, people with disabilities, and people of all races are considered in the work of 
the public service and municipalities. Equal representation contributes to equitable 
service delivery, because it is only when the experiences of all people are utilised in the 
formulation of policies and programmes that public services and municipalities will be 
able to ensure that they are addressing the needs of the people. Subsection 9(2) also 
stipulates that legislative and other measures may be designed to protect or advance 
certain people or categories of people. Subsection 195(1)(i) of the Constitution of 1996 
talks clearly about the need for the public service to be governed by the principles of 
broad representativeness and personnel management practices that are based on the 
need to redress the imbalances of the past. 
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Section 2 of the Employment Equity Act, 1998 outlines the purpose of the Act, which is 
to achieve equity in the workplace by promoting equal opportunity and fair treatment in 
employment through the elimination of unfair discrimination; and implementing 
affirmative action measures to redress the disadvantages in employment experienced 
by the designated groups, in order to ensure their equitable representation in all 
occupational categories of the workforce. Section 5 stipulates that every employer must 
take steps to promote equal opportunity in the workplace by eliminating unfair 
discrimination in any employment policy or practice. Section 6 (1) provides that no 
person may unfairly discriminate, directly or indirectly, against an employee, in any 
employment policy or practice, on one or more grounds, including race, gender, sex, 
ethnic or social origin, colour, age, disability, culture and birth. Section 6 (2) of the Act 
provides that it is not discrimination to take affirmative action measures consistent with 
the purpose of this Act, or to distinguish, exclude or prefer any person on the basis of an 
inherent requirement of a job.  
 
Section 15 deals with AA measures which are meant to ensure that suitably qualified 
people from designated groups have equal employment opportunities and are equitably 
represented in all occupational level in the workforce of a designated employer. 
Affirmative action measures begin with the acknowledgement that designated groups 
never had fair opportunities in the workplace, including exposure to quality education 
and training. It is therefore essential for the employer to ensure that the work 
environment is conducive to enabling the designated groups to realise their potential. 
 
Section 16 deals with consultation with employees and provides guidelines for this. 
Consultation is a key process that must be undertaken in any transformation process. 
EEA provides that this process must of necessity include employees that belong to 
trade unions and those that are not unionised, employees from across all occupational 
categories of the workforce, and employees from both the designated and non-
designated groups. 
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Section 20 requires employers to develop Employment Equity Plans. This is preceded 
by the conducting of an analysis of the employment policies, practices, procedures and 
working environment which is aimed at identifying employment barriers which adversely 
affect people from designated groups. According to Section 19 (2) this analysis must 
include a profile of the designated employer‟s workforce within each occupational 
category and level in order to determine the degree of under-representation of people 
from designated groups in various occupational categories and levels in the employer‟s 
workforce. 
 
The outcomes of EE audits will form part of the EE Plan in which the employer is 
expected to develop an action plan on how the identified adverse impact is to be 
addressed. A comprehensive document listing all the identified issues and strategies of 
resolving them is then compiled. Van Jaarsveld (2008: 639) emphasises the importance 
of developing EE Plans before affirmative action measures as proof that the employer‟s 
decision was well-planned and not an impulsive one aimed at discriminating against 
others. 
 
Section 21 requires employers to submit annual progress reports which will provide 
information on qualitative and quantitative analysis. The qualitative analysis focuses on 
the implementation of affirmative action measures whereas quantitative analysis 
focuses on the progress made in ensuring that the workplace profile fully represents the 
country‟s demographics. 
 
Section 24 requires employers to assign one or more senior managers to monitor and 
implementing the EE Plan. Jongens (2006:36) emphasises the importance of 
management commitment in terms of implementation of EE, that it should not be the 
responsibility of one manager but all. Sections 25 and 26 emphasise communication 
and prescribe that the employees are made aware of the provisions of the Act, the EE 
Plan and Report, as well as all other documents concerning the Act and its 
implementation. 
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The Skills Development Act 97 of 1998 focuses on addressing historical skills and 
educational disparities. According to Ajani (2005:73), the institutional cultures of 
historically black and white higher institutions are frequently cited as the main obstacles 
to increased diversity, which further contributed to educational imbalances. 
 
Section 2 of the Act outlined its purpose as: 
 To develop the skills of the South African workforce by improving the quality of 
life, as well as ensuring prospects of workers in order to enhance labour mobility. 
These are based on improving employee performance and enhancing service 
delivery. 
 To encourage employers to use the workplace as an active learning environment 
where employees are provided opportunity to acquire new skills. 
 To encourage workers to participate in leadership and other training 
programmes to empower the designated group to manage and execute their 
functions. 
 To improve the employment prospects of persons previously disadvantaged by 
unfair discrimination, and to redress those disadvantages through training and 
education. 
 
According to Groenewald (2006:42) skills development of employees is a key driver to 
the achievement of employment equity objectives. Skills development according to EEA 
is one of the affirmative action measures in which development and training are 
important in enabling designated groups to advance to equitable representation in all 
occupational categories. 
 
2.4 Issues that affect the implementation of EE 
 
The extent of successful implementation of EE in an organisation can be determined by 
a number of issues. Among these are the perceptions of employees on EE, the 
workplace environment, the impact that EE has on employees, and barriers to the 
advancement of women and people with disabilities. The following discussion will focus 
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on these with a view to understand the manner in which they affect the EE 
implementation. 
2.4.1 Perceptions of employees on EEP 
The perceptions of employees on the effectiveness of EE implementation in the 
workplace do contribute to its success or failure. There are a number of factors 
contributing to both negative and positive perceptions, all of which affect the successful 
implementation of the EE. Coetzee and Vermeulen (2003:18) support the view 
suggesting that employee perceptions about whether affirmative action is fair or not 
depend on the effectiveness of its implementation. 
The role that the management play can go a long way in determining the perceptions of 
employees towards AA, as it is employer‟s responsibility to create a fair environment for 
its implementation. According to Thomas and Robertshaw (1999:30), management has 
a responsibility to create the necessary platform for continuous consultation and 
engagement that must include all worker representatives, and to make sure the 
necessary resources are available. Oosthuizen and Naidoo (2010:2) add that the 
management has a responsibility as well to consider if the organisation does have the 
capacity to design and lead the process of creating fair, equitable and tangible actions 
that demonstrate their commitment. According to Booysen (2007:56), lack of capacity 
may cause inconsistencies in the manner in which the policy is applied and that can 
discredit the process and create mistrusts within the organisation.   
Mistrusts can only strengthen negative perceptions and lead to what Herholdt & Marx 
(1999:69) describe as negative feelings by people who are excluded from the benefits 
of affirmative action towards those who are seen as beneficiaries. This, according to 
Herholdt and Marx (1999:69), results in a situation in which the excluded ones will do 
their utmost to undermine the success of the process by withholding their support from 
beneficiaries. 
A study conducted by Pretorius, Human, Niemann, Klinck and Alt (2002:18) on 
employment revealed that some women experience negative comments in the form of 
sometimes degrading comments. These, according to Van Zyl and Roodt (2003:14), 
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may create negative tensions between men and women, and eventually weaken 
women‟s capacity to take decisions and reinforce male employees‟ sense of superiority. 
One of the challenges to the implementation of affirmative action is one of „tokenism‟ 
and stigmatizing legitimate achievements by affirmative action beneficiaries. Herholdt 
and Marx (1999:29) claim that in the USA people who were appointed to senior 
positions were not sure whether they were appointed on merit or purely as part of AA 
targets or quotas and this sometimes resulted in appointees becoming demotivated and 
less productive. 
As Kunene (2005:98) found, this phenomenon exists in South Africa as well. In the 
study conducted in the Department of Justice and Constitutional Development it was 
found that employees harbour perceptions such as: 
 The lack of interest and awareness about AA and Employment Equity by many 
employees, and that they only became interested when their own positions and 
interests were threatened. 
 Resistance to change by some employees and managers, especially white 
employees and managers. 
 The lack of executive management support for AA and EE in some directorates 
as many managers only paid lip-service to the need for a more representative 
service. 
 Lack of effective communication strategy for informing employees about the need 
for AA and EE. 
 The lack of involvement by employees in the formulation of such strategies. 
 That the appointments of black people and women have been tokenistic, and not 
based on the possession of appropriate skills, experience and/or potential. 
 
The existence of these perceptions can threaten the successful implementation of the 
Employment Equity policies and this indicates that the challenge is to act to change 
these by clarifying AA and EE objectives to both designated and non-designated 
groups. Again there‟s a big role to be played by the leadership here. 
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2.4.2 Workplace Environment 
 
The effective implementation of EE policy requires an environment that is conducive. 
According to Thomas (2002:2) the South African work environment is still characterised 
by adversarial relationships, where organisational culture does not embrace diversity 
management. This situation is made worse by the work environment that is not ready 
for the smooth implementation of EE objectives, where organisational policies, 
procedures and practices are still based on discriminatory and unfair labour practices. 
 According to Herholdt & Marx (1999:61), the organisational climate is likely to be 
adversely affected also by the announcement of affirmative action measures as it 
creates uncertainty among the existing staff that fear that they might be overlooked. 
This is likely to create a climate of negativity within the organisation.  
The situation may also arise in which the organisational culture is seen as not 
compatible with the designated groups. Esterhuizen and Martins (2008:40) described 
the work environment as having a historically white corporate culture. It can be a bit 
challenging for designated groups to adjust to a culture that they have not been 
exposed to before. This may result in a designated group feeling alienated from the 
organisational culture and that can negatively affect their performance and opportunities 
for career development.  
2.4.3 Impact of EE on employees 
 
According to Sebola (2009:1109) in the process of societal, economic and political 
changes, there will be negative consequences experienced by other members of 
society. He then says even though change is inevitable, it must be managed properly to 
avoid any disastrous impact. This means the people who are charged with 
implementing affirmative action have to be sensitive to that fact.  
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According to Herholdt & Marx (1999:62) employees peripheral to affirmative action are 
likely to be negative about it. This negativity can lead to defensive behaviour, 
withdrawal, absenteeism and resistance to AA initiatives and this can affect their 
productivity (Cilliers and Stones, 2005:52). 
Friedman and Erasmus (2008:38) are of the view that exclusionary hiring practices 
when implementing affirmative action measures can reinforce the perception of limited 
opportunity. Herholdt & Marx (1999:70) agree with this view and add that when EE 
policy is implemented, employees peripheral to affirmative action stop competing for 
higher positions as they believe these positions are likely to be filled by affirmation 
action beneficiaries. 
The beneficiaries, Herholdt & Marx (1999:70) claim, may face negative reactions from 
colleagues. These may range from being labelled as incompetent by fellow employees; 
to being ostracised by fellow employees; to being seen as beneficiaries of favouritism; 
and as people who are unable to perform in accordance with the demands of the 
position they fill. If these appointees realise that they are just token appointments, that 
would likely affect their productivity levels in a negative way (Herholdt & Marx, 1999:62). 
Another experience of the beneficiaries, according to Coetzee and Vermeulen 
(2003:17), is that they are sometimes allocated meaningless job assignments that do 
not help them grow and develop their potential. The effect that this has is actually to 
undermine the process of transformation itself. 
2.4.4 Barriers to the advancement of women 
According to Mafunisa (2006:260), the obstacles to women‟s progress into management 
derive from various sources such as the constraints imposed on them by society, family, 
employers, and even women themselves. Mello and Phago (2007: 152-155) add male 
stereotyping, conflicting roles, insufficient role models, lack of support from other 
managers, lack of equity targets, community involvement, and lack of public service 
strategy. It then becomes necessary that the strategies of implementation that the 
government departments come up with have to be geared towards resolving these 
kinds of issues.   
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According to Mello and Phago (2007:152), male stereotyping happens when traditional 
gender stereotypes are allowed to interfere with decision making in the work situation. 
Traditionally women are socialised to be passive, deferential and soft-spoken while men 
have traditionally been socialised to be aggressive, forceful and dominant. Kelly, Young 
and Clark(in Mello and Phago: 2007:153) suggest that those individuals who do not 
have these male attributes are subjected to hostility and prejudice and therefore their 
chance of getting appointed to top positions in the civil service are severely limited. 
Mello and Phago (2007:153) further state that employment decisions about both 
appointments and promotions are often taken by males and subjective factors do play 
part in this process. 
According to Crampton and Mishra (in Mafunisa, 2006:260), discrimination occurs in the 
form of institutional structures and policies. Furthermore, male dominated informal 
networks and cultures act as a barrier to women progression. Sastry (in Mafunisa, 
2006:261) suggests that in the institutions there usually exists a male bias in their 
norms, functions, and cultures, as these structures are designed by males. 
According to Mello and Phago (2007:153), women sometimes struggle to combine 
family and work responsibilities, and as a result are discouraged from taking on the fast 
pace and demanding schedule of a career. It has also been found by Poland, Curran 
and Owens (in Mello and Phago, 2007:153) that more females than males believe that 
the jobs of their partners and having children have in some way restricted their career 
success. In line with this thinking, Mafunisa (2006:260) mentions behavioural 
expectations regarding the role of women in society as one of the constraints on 
women‟s corporate advancement. 
According to Mello and Phago (2007:154), there doesn‟t seem to be any 
interdepartmental, sectional, or divisional meetings or programmes of action that are 
meant to give support to women. According to Lennon (in Mello and Phago, 2007:154), 
initiatives like these would ensure that regular reviews and adjustments are made and 
that general challenges are confronted using a uniform and concerted approach. It is 
therefore important that such support initiatives are put in place to expedite the training 
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and development of women in managerial positions as well as potential women 
managers. 
2.4.5 Barriers to the employment of people with disabilities 
 
According to the Commission for Employment Equity 2013-14 Report, people with 
disabilities accounted for 50 867 or 0.9% of the total number of employees (5 593 326) 
reported by all employers in 2013. This number has actually dropped from 1.3% in 2003 
(2014:19). Jakovljevic & Buckley (2011:58) make an observation that the lower number 
of employed people with disabilities can attributed to certain barriers that still exist. This 
is despite the fact that research has shown that a person with disability can maintain 
employment, even if the disability is severe, with proper support of assistive technology 
(Jakovljevic & Buckley, 2011:57). According to Marumoagae (2012:246), the majority of 
PWDs can live independent and productive lives, particularly if they have access to 
opportunities, resource, environments and technical aids that allow them independence, 
dignity, self-sufficiency and responsibility. 
In a research conducted by Jakovljevic & Buckley (2011:67) they found that one of the 
barriers is the low skill level and job applicability of persons with disabilities. This refers 
to the lack of the required skills and qualifications, and also the inability of disabled 
persons to perform certain jobs. According to Maja, Mann, Sing, Steyn & Naidoo 
(2011:24), only 30% of children with disabilities are attending school in South Africa, as 
a result there‟s a problem of increasing levels of limited skills and literacy among PWDs. 
Therefore, even those employers who are willing to employ PWDs struggle to find 
suitably qualified applicants. 
The other barrier relates to the physical environment. According to Maja et al (2011:25) 
this refers to things like infrastructure, equipment and machinery. The inability of PWDs 
to access work places due to inadequate parking facilities and inaccessibility of public 
transport are seen as some of the barriers. Jakovljevic & Buckley (2011:69) add the 
issue of assistive technologies, and suggest that the expensive nature of these make 
them difficult to acquire and as such companies are not too keen to get themselves into 
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that situation. Therefore, they simply avoid employing people who would need such 
facilities. Marumoagae (2012:246) also sees the lack of reasonable accommodation 
measures as one of the major barriers, and suggests installation of lifts in workplaces 
with more than one floor as fundamental in eliminating these barriers.  
Stigma attached to being disabled has also been identified as a barrier. According to 
Jakovljevic (2011: 68), some employers exhibit a feeling of discomfort around workers 
with disabilities and as such are reluctant to hire them. Maja et al (2011:25) suggest that 
this discrimination stems from insufficient information that people have as some believe 
these are inferior people who cannot perform at work.  
Confusion around disability definitions and reasonable disability accommodation can 
also act as a barrier to the appointment of PWDs (Jakovljevic & Buckley, 2011:69). The 
employers seem not to be clear about what disability involves. Also, there‟s confusion 
around the concept of „reasonable disability accommodation‟ definition. This prevents 
employers from taking the right actions that would alleviate the plight of PWDs. 
Fear of disclosure, misconceptions and mindsets can also prevent PWDs from gaining 
employment. According to Jakovljevic & Buckley (2011:69), because of their fear of 
being discriminated, people choose not to declare their status. This fear is said to be 
due to the perceived prejudice in South African cultures towards anything different, and 
also due to negative mindsets and misconceptions among employers and co-workers. 
As a result of this non-disclosure, Maja et al (2011:25) suggest that this acts as a barrier 
to employers as it results in the company not being able to identify specific needs of the 
employee, and this may affect work motivation and performance. 
Organisational attitudes towards the disability issue have also been identified as 
barriers by Jakovljevic & Buckley (2011:70). They argue that companies tend to treat 
the issue of disabled persons just as an aside which has nothing to do with the core 
business of the company, and co-workers tend to refer to the disabled people as 
„others‟. The result of this kind of attitude is that people with disabilities simply choose 
not to work. Sometimes PWDs themselves tend to develop negative attitudes and that 
in itself becomes a barrier (Jakovljevic & Buckley, 2011:71).  
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In order to succeed in implementing employment equity, these barriers have to be dealt 
with. As Marumoagae (2011:246) suggests, the South African government has 
committed itself to overcome disability discrimination in the workplace in order to afford 
persons with disabilities the opportunity to participate fully in the labour market, without 
being unfairly discriminated against. Removing these barriers would make it possible to 
achieve the EE goals that the government has set. According to the DPSA EE Report of 
2011-2012, the number of people with disabilities employed by the South African 
Government in March 2012 was 0.36%, that means of the total workforce of 1 319 642, 
4 403 were persons with disabilities. Of these, 40.4% were female and 59.6% were 
males. In terms of representation in the MMS and SMS levels, in the last quarter of 
2012, PWDs constituted 0.92% of MMS and 0.76% of SMS.    
2.5 Strategies towards effective implementation of employment equity 
 
Having looked at the issues that affect the implementation of EE, it is now important to 
look at the strategies that can be employed in order to overcome these issues. These 
will include: EEP and AA measures as a strategy, reasonable accommodation as a 
strategy, dealing with attitudes and prejudices, management commitment, 
communication and employee participation, diversity management, and aligning the HR 
plan to EE programme. 
2.5.1 Employment Equity Plan and Affirmative Action measures as a strategy 
In terms of the Employment Equity Act of 1998, a designated employer is obliged to 
develop an Employment Equity Plan (EEP) before implementing AA measures. These 
measures include: measures to identify and eliminate employment barriers, including 
unfair discrimination, which adversely affect people from designated groups; measures 
aimed at addressing the issue of diversity; measures to address the issue of reasonable 
accommodation at the workplace; measures to ensure the equitable representation of 
suitably qualified people from designated groups in all occupational levels of the 
workforce; and also measures to retain and develop people from designated groups. 
The development of the EEP should be preceded by EE audits. According to Herholdt & 
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Marx (1999:103), formulating the EEP is a task that should be executed in detail, taking 
into account the results of the analyses of the composition of the workforce and job 
requirements on the one hand, and the external factors that influence the 
implementation of AA. These audits should also analyse the work environment 
regarding policies, procedures, practices, and facilities that are likely to impede the 
implementation of EEA and the achievement of its goals. 
According to Thomas and Robertshaw (1999:53) the EE Plan should also set clear 
numerical goals to achieve the equitable representation of suitably qualified people from 
the designated groups within each occupational category and level where under-
representation has been identified.   
According to Thomas and Robertshaw (1999:61) measures that must be implemented 
in order to eliminate barriers that may impede the achievement of EE objectives include: 
recruitment procedures; appointments and appointment process; promotion, transfer 
and demotion policies and practices; remuneration, employment benefits and terms of 
employment; job assignments; working environment and facilities; training and 
development; performance evaluation systems; and disciplinary measures. 
2.5.2 Reasonable accommodation as a strategy 
 
This refers to reasonable accommodation of people from the designated groups to 
ensure that they enjoy equal opportunities and are equitably represented in the 
workforce. Section 1 of the Employment Equity Act defines reasonable accommodation 
as any modification or adjustment to a job or to the working environment that will enable 
a person from a designated group to have access to or participate or advance in 
employment. Section 15(2) (c) of the Employment Equity Act requires that affirmative 
action measures implemented by a designated employer include reasonable 
accommodation for persons with disabilities. Examples listed in the Disability Code that 
constitute reasonable accommodation include: adapting existing facilities to make them 
accessible, adapting existing equipment or acquiring new equipment including re-
organising work stations, changing training and assessment materials and systems, 
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restructuring jobs so that non-essential functions are re-assigned, adjusting working 
time and leave, providing readers, sign language interpreters, and providing specialised 
supervision, training and support (Marumoagae,2012). 
According to Marumoagae (2012:245), the state‟s implementation of progressive 
measures to ensure that persons with disabilities attain equality within the labour market 
has been challenged by the disabled persons‟ lack of reasonable accommodation 
measures at work and ignorance about their potential at work. Installation of lifts in 
buildings with more than one floor is fundamental in increasing accessibility to the 
workplace for people with disabilities. 
Ramphele (1995:5) suggests that programmes that are meant to create an equal 
opportunities environment should be adopted on order to bring out the best in all 
citizens. These should provide increased access to resources and opportunities. 
Thomas and Robertshaw (1999:62-3) add the provision of improved facilities and 
conditions for those employees in need of such, for example, day-care facilities, special 
parking facilities, ramps, and private rooms for lactating mothers.   
2.5.3 Dealing with attitudes and past prejudices 
 
To be able to successfully implement the EE it is important to create an environment in 
which effective implementation can take place. Creating that environment implies 
removing those issues that have been identified as obstacles to successful 
implementation. One of the constraints hindering the implementation of the Employment 
Equity legislation was identified by Schoeman (2010:56) as the remnant symptoms of 
prejudices of the past.  
Successful implementation of the EEP in part depends on how individuals in the 
organisation respond to it. It is against this background that Grobler et al (2011:91) 
suggest that it is crucial for all employees to be made aware of the contents and 
application of the EEA process to be followed as well as their role in the process. It is 
equally important to make them sensitive to employment equity and antidiscrimination 
issues.  
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Thomas and Robertson (1999:35) suggest that it necessary to make a serious effort to 
deal with the issue of attitudes and promote diversity. This, according to them, would 
assist in the development of greater co-operation and a more egalitarian workforce. 
Grobler et al (2011:92) suggest workshops and training sessions as some of the 
methods that could be used. Managers should be offered training in diversity 
management and related skills. 
2.5.4 Management Commitment 
 
Schoeman (2010:43) identified management commitment as the most effective driver of 
achieving employment equity at management level. According to Thomas and 
Robertson (1999:20), driving the process from at the top management level is an 
indication of a sincere belief in the principles behind employment equity and a 
commitment to bringing out real change in the institution.  
Human, Bluen and David (1999:33) outline critical success factors for employment 
equity and identify management commitment as part of that. Thomas and Robertson 
(1999:21) highlight the importance of a collective value system as a necessary 
ingredient required for the success of Employment Equity. Management has to lead a 
process in which shared values and associated behaviours are participatively 
developed with employee groups at all levels within the organisation, reflecting a joint 
vision held by all. 
Thomas and Robertson (1999:21) assert that top management commitment, leadership 
and accountability, along with a strong basis of shared values, are the central keys to 
effectively promote employment equity. Selby and Sutherland (2006:58) suggest that 
the leadership is also expected to make sure that transformation is incorporated into the 
organisation‟s strategic objectives and cascaded down to all employees. Once the 
strategic direction is given, and management is adequately visible in support of the 
EEP, this could lead to more participation on the part of the employees. 
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2.5.5 Communication and employee participation 
 
Selby and Sutherland (2006:7) suggest that employees should be involved in the 
transformation process and that effective consultation and communication between 
management and employees is critical. Grobler et al (2011:92) also support the idea of 
participation and say the appointed managers cannot carry out this programme on their 
own, and should therefore involve stakeholders such as trade union representatives, 
employees from designated groups, non-designated groups and all occupational 
categories and levels as it affects everybody. In this way, the employees‟ needs will be 
taken into account and management positions on EE clarified. 
Thomas and Robertson (1999: 30) suggest the establishment of workplace forums as a 
platform for engaging the workers. It is also suggested that Employment Equity 
Committees should be established. Thomas and Robertson (1999:30) insist that 
participants should not be presented with a blueprint from the management, but should 
be given an opportunity to provide their own input. Communication has to be an on-
going process. 
Andrews (2008:12) advises that, as a strategy to accelerate transformation, benefits 
should be broadcast and myths dispelled so that fear and anxiety can be reduced.This 
would also assist people to be aware of the support available, including recognition of 
transformation heroes, and generally generate that feeling of inevitable change 
(Andrews, 2008:12).This focus on individuals can assist a great deal in making the work 
environment a transformed one. 
2.5.6 Diversity management as a strategy 
 
According to Herholdt & Marx (1999:47), management of diversity implies managing the 
workforce so as to ensure maximum utilisation of all employees for the benefit of the 
organisation. Put differently, it is a comprehensive managerial process for developing 
an environment which works for all employees and which allows differences to be used 
as a competitive advantage. Therefore, if diversity is properly managed, all employees 
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have an equal chance of realising their full potential without racial, gender, or other 
differences influencing the process. 
Herholdt & Marx (1999:47) make a point that diversity does not only refer to racial or 
cultural differences, but also to gender, values, religious persuasions, sexual 
preferences, language, education and wealth. 
Daniel (in Herholdt & Marx, 1999:48) explains this strategy by saying it calls for working 
at the individual, interpersonal, organisational and environmental levels; that it 
addresses cultures, values, biases or stereotypes and systems. Thomas and 
Robertshaw (1999:98) have drawn distinction between diversity management and 
sensitivity training and suggest that the latter is a quick fix solution that would not go 
further than “creating a warm blush of togetherness”. They instead suggest that these 
should form part of a holistic process that addresses the leading and managing of 
diverse employee body that it creates. 
Employment equity legislation requires that a workplace should be transformed to 
reflect the country‟s demographics, and that there is no discrimination and everyone is 
treated fairly and equally. Against this background, it becomes important to put in place 
a programme that will assist to ensure there is better management of the differences 
that exist. Harowitz, Bowmaker-Falconer and Searll (1996:134) support the view that 
there is a necessity of diversity management, given the changes brought about by the 
new democratic government. 
Diversity should be presented to employees in the form of diversity training in order to 
empower them to manage stereotypes, prejudice and bias. It should also help people to 
be able to handle those who are different from them. Gray (2008:286) advocates 
employing positive measures that will ensure that diversity in the Public Service 
workforce that reflects the country‟s citizens. It can therefore be concluded that diversity 
management is an essential strategy in enhancing effective implementation of EEP. 
2.5.7 Aligning the HR Plan to the EE Programme 
According to DPSA (2010:10), it is important that the HR plan should be aligned with the 
EE intentions of the department. Thomas (2003:5) agrees and makes a point that to 
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achieve EE needs supportive human resource practices. Thomas and Robertson 
(1999:87) also agree and further add that this applies to the full spectrum of human 
resources functions including recruitment and selection, training and development, job 
evaluation, promotion, performance management, employee benefit, and industrial 
relations. It, therefore, becomes crucial that organisations analyse human resource 
policies, practices and procedures and identify those that can adversely affect EE. 
2.6 Summary 
The above discussion is informed by the literature study done with a view to finding 
measures that can be applied in order to implement EEA within the Eastern Cape 
Department of Transport with the aim of achieving employment equity. 
Concepts relevant to employment equity have been defined with a view to clarify the 
focus areas of the study. Concepts that were identified are Affirmative Action, 
Employment Equity, reasonable accommodation, diversity management, designated 
groups and employer. EE definition focused on its main objective of promoting equal 
opportunities and fair treatment through the elimination of unfair discrimination. AA was 
defined as a strategy that is used to achieve goals of employment equity. Provision of 
reasonable accommodation was defined with a view to show how it makes it possible 
for designated employees to access work opportunities and those of advancement, and 
be able to function optimally in the work environment. Diversity management was also 
defined with the aim of ensuring that the work environment is diversified and geared 
towards strengthening the delivery of services. 
The discussion also focused on the constitutional and legislative mechanisms that 
should guide the implementation of employment equity. The Constitution lays the basis 
for an equal society and the introduction of a legislative framework that supports equal 
opportunities. The Employment Equity Act of 1998 seeks to achieve workplace equity 
by promoting equal opportunity and fair treatment through elimination of unfair 
discrimination and implementation of affirmative action measures. The act then 
discusses the affirmative action measures to be implemented. The Skills development 
act seeks to address historical shortage of skills among the previously disenfranchised. 
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The issues discussed were those affecting the implementation of EE, for example 
employee perceptions such as people not being appointed on merit, poor support from 
managers, lack of proper consultation, reverse discrimination etc. In this situation 
mistrust grows, especially on the part of those employees who have not benefited.  
These problems need to be addressed as they affect the implementation of employment 
equity. Addressing these requires commitment by managers in terms of improving on 
communication, providing more resources, and doing what is necessary to build the 
organisational capacity.  
With regard to the work environment, there are still adversarial relationships and these 
need to be addressed. In some organisations the policies, procedures, and practices 
are still based on the past which was characterised by discrimination. In some 
instances, the existing organisational culture is not supportive of the transformation 
agenda and does not accommodate designated groups. To effectively implement 
employment equity, a more supportive work environment has to be created. 
The implementation of employment equity sometimes has detrimental effects on the 
employees, if it is not implemented properly. Negative reactions from staff members can 
result in low morale, absenteeism, withdrawal, and resistance to change. This can 
seriously affect productivity. Perception of limited opportunities and allegations of 
favouritism also take the centre stage. If these issues are not dealt with adequately they 
can end up undermining the transformation agenda. 
The other issue affecting the successful implementation of employment equity are the 
barriers to the advancement of women. These barriers come from constraints imposed 
on women by society, male stereotyping, conflicting roles to be performed by women, 
lack of support from the management, lack of equity targets, even lack of strategy and 
institutional structures and policies. For employment equity to be successfully 
implemented and increase the number of women participants in senior management 
positions, there has to be a deliberate effort to train them and develop a programme of 
action to assist them. 
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Barriers to the employment of people with disabilities have also been identified as some 
of the issues affecting the successful implementation of employment equity. Barriers 
identified include the low level of skill among PWDs which, in part, is caused by lack of 
access to education. These also include physical environment which stands in the way 
of access for PWDs. Inadequate use of assistive technologies makes it difficult for 
people to work and the situation is made worse by the costs involved in the 
procurement of this equipment. There is also the issue of stigma attached to people with 
disabilities which makes some employers not want to employ people with disabilities. 
Linked to this is the fear of disclosures which makes it impossible for employers to 
supply the necessary assistive equipment as well as, in some cases, the negative 
attitudes of PWDS themselves. Organisational attitudes that make employers see hiring 
PWDs as not compatible with the company goals can also act as barriers in this regard. 
These barriers need to be dealt with for implementation of EE to be successful. 
Strategies for successful implementation of EE are also discussed. One of the key 
strategies is the development of the employment equity plan. This must follow thorough 
audits of the workforce itself, policies and procedures, practices, and facilities and 
identify weaknesses to be dealt with. Then a process of developing employment equity 
plan which should indicate, among other things, the numerical plans still to be achieved 
and actions to be taken to eliminate barriers. 
The other strategy is reasonable accommodation. This mainly deals with removal of 
barriers for designated groups in order to improve access. This requires institutions to 
make necessary adjustments in the physical infrastructure and equipment, 
organisational culture, work schedules and others things. Adjustments must follow a 
process of identification. 
Furthermore, dealing with past prejudices has been identified as a strategy as these 
have been identified as constraints. Awareness about the contents of the Employment 
Equity Act and about how the process of implementing such will unfold is important. 
Employees also need to be made sensitive to anti-discrimination issues. Linked to this 
is the management commitment, communication, and employee participation. 
Managers have to ensure transformation goals are incorporated into the organisation‟s 
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strategic goals. They also have to make sure that necessary resources are made 
available; there is proper on-going consultation through workplace forums and equity 
committees. 
Diversity management and human resource policies have also been discussed. 
Diversity has to be managed so that there is better delivery of services. Managing 
diversity entails the creation of a workplace that is reflective of the country‟s 
demographics. That requires programmes to ensure there is better management of 
differences which will include training on diversity. The HR policies and practices like 
recruitment and selection policy and others. 
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CHAPTER 3 
       
                          RESEARCH DESIGN AND METHODOLOGY 
 
3.1 INTRODUCTION 
This chapter describes the research design and methodology. The unit of analysis and 
sample are to be explained as well as the manner in which data collection will be 
handled. According to Neuman (2011:69), the unit of analysis refers to the parts of 
social life that are under consideration, the entity that is being analysed in a study. In 
this instance this will be Amathole District of the EC Department of Transport. The 
reasons for selecting this particular unit of analysis are to be explained in this chapter. 
Issues of validity and reliability, and ethical issues, will also be explained. 
The purpose of this study was to conduct an assessment and discover new facts 
around the implementation of employment equity in the Eastern Cape Department of 
Transport, to determine the employee perceptions, and to come up with 
recommendations as to what needs to be done to facilitate this implementation.   
3.2 RESEARCH DESIGN 
Leedy and Ormrod (2005:49) define research as a systematic process of collecting, 
analysing and interpreting data in order to increase an understanding of a phenomenon 
in which a person is interested. In other words, it is a diligent search for information 
aimed at discovery of new facts to enhance the existing theory  
This study was conducted through a quantitative approach. Maree (2007:145) defines 
this approach as a process that is systematic and objective in its way of using numerical 
data from only a selected subgroup of a population to generalise the findings to the 
entire population that is being studied. In this study it is the statistics that gave an 
indication of how many responses showed the implementation of EE as effective; for 
example how many were aware of the steps that were taken to effectively implement 
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the employment equity legislation; if there was effective communication mechanisms 
and if those helped to make employees understand issues around employment equity 
and affirmative action; how many, based on their experiences and observations, 
believed recruitment adverts were designed to promote access by the designated 
groups; how many believed that the physical environment was conducive for workers 
with disabilities; how many had seen or experienced the steps that the Department had 
taken to promote employment equity. 
A sample of 80 employees of the Department was selected and the findings were 
generalised to the rest of the Department. This sample was made up of employees from 
different salary levels and categories. Data was collected through a self-administered 
structured questionnaire designed by the researcher. Participating employees on their 
own completed the questionnaire that the researcher distributed based on the 
instructions that were given. Based on this questionnaire, the views of employees with 
regard to the implementation of affirmative action within the Department were 
interpreted. 
3.3 Unit of analysis 
The unit of analysis refers to the unit that a researcher has chosen to analyse in his/her 
study. This can range from the individual up to groups or organizations. The 
researcher‟s choice was based on the interests and theoretical assumptions driving the 
study. The unit of analysis determined much of what qualified as relevant evidence in 
the researcher‟s work. The focus of this study is to determine the extent to which the 
Eastern Cape Department of Transport is complying with the relevant policy and 
legislative requirements and measures; and to determine both the enabling and 
constraining factors for achieving employment equity in the Eastern Cape Department 
of Transport. 
For the purpose of this study the unit of analysis was Amathole District of the Eastern 
Cape Department of Transport. The target population included the District Manager, 
Heads of Directorates, assistant managers, HR managers, trade union leaders, and 
ordinary employees. 
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Available evidence shows that the Eastern Cape Department of Transport, which was 
the unit of analysis of this study, still has challenges in as far as the implementation of 
EEA is concerned. According to the 2013-14 Eastern Cape Department of Transport 
Employment Equity Plan, at the senior management level (level 13), women constitute 
24% while 76% are males. At level 12, the situation is much different; women constitute 
49% and males 51%. In the lower levels, the bulk of the staff is female. As table 3.1 
shows, under-representation of women at levels 10,11,13,14 and 15 is unacceptable. At 
level 10 females constitute 34% and males 66%, at level 11 females constitute 36% and 
males 64%, at level 13 women constitute 24% and 76% are males, at level 14 females 
make up 25% and 75% are males, and at level 15 males constitute 100% and there are 
no females. As far as people with disabilities are concerned, the Department has only 
0.6%, which is far below the provincial target of 2%. Table 3.1 shows the departmental 
workforce by salary levels, race and gender. 
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Table 3.1: Departmental workforce by salary levels, race and gender  
 
Source: Eastern Cape Department of Transport Employment Equity Plan 2013-14. 
It is against this background that the researcher has chosen Amathole District as a unit 
of analysis. This District is a component of the Department and the provincial statistics 
are made up of numbers from the Districts. For example, the only senior management 
position is occupied by a male. It is important to understand why that is the case; if 
applicants from the designated groups could have been afforded equal opportunity 
when recruitment for this position was done the situation would probably be different. 
According to the Provincial Department of Transport persal report obtained on 13 
August 2014,White employees are found in only one out of 6 sections, all of them are 
women, and all were recruited during the era of the Cape Provincial Administration. This 
African Coloured Indian White African Coloured Indian White TOTAL
16 0 0 0 0 0 0 0 0 0 0 0
% 0 0 0 0 0 0 0 0 0 0 0
15 0 0 0 0 1 0 0 0 0 1
% 0 0 0 0 0 100% 0 0 0 0 100%
14 0 0 1 0 1 2 0 0 1 3 4
% 0 0 100% 0 25% 50% 0 0 25% 75% 100%
13 6 0 0 0 6 12 3 1 3 19 25
% 100% 0 0 0 24% 63.1% 16% 5.2% 16% 76% 100%
12 30 1 0 2 33 27 2 0 5 34 67
% 91% 3% 0 6% 49% 79% 6% 0 15% 51% 100%
11 4 1 0 0 5 7 0 0 2 9 14
% 80% 20% 0% 0% 36% 78% 0% 0 22% 64% 100%
10 25 1 0 1 27 44 4 0 4 52 79
% 93% 4% 0 4% 34% 85% 8% 0 8% 66% 100%
9 10 0 0 0 10 6 0 0 0 6 16
% 100% 0 0 0 62.5 100% 0 0 0 37.5% 100%
8 124 0 0 4 128 134 9 0 5 148 276
% 97% 0 0% 3% 46% 91% 6% 0 3% 54% 100%
7 117 9 0 9 135 182 9 0 12 203 338
% 87% 7% 0 7% 40% 90% 4% 0 6% 60% 100%
6 204 19 1 8 232 236 65 1 7 309 541
% 88% 8% 0.4% 3% 43% 76% 21% 0.3% 2% 57% 100%
5 52 1 0 1 54 41 1 0 0 42 96
% 96% 2% 0 2% 56% 98% 2.3% 0% 0% 44% 100%
4 44 1 0 0 45 27 2 0 2 31 76
% 98% 2.2% 0 0 59% 87% 6% 0% 6% 41% 100%
Salary 
Level
FEMALE TOTAL 
FEMALE
MALE TOTAL 
MALE
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brings up the whole issue of diversity that the employment equity legislation seeks to 
address. Is there a necessary understanding of this aspect? What steps are being taken 
to promote integration? Table 3.2 will show the number of employees per occupational 
category as at 31 March 2014. 
Table 3.2 Total number of employees (including employees with disabilities) in each of 
the following occupational categories as at 31 March 2014 
Occupational 
Categories 
Male Female Total 
African Coloured Indian White African Coloured Indian White 
Legislators, 
senior officials 
and managers. 
18 1 0 3 4 0 1 0 27 
Professionals 31 2 0 3 48 0 0 1 85 
Technicians 
and associate 
professionals 
105 7 1 4 98 3 0 3 221 
Clerks 193 8 1 9 342 15 0 18 586 
Service and 
sales workers 
349 81 1 14 149 19 1 2 616 
Craft and 
related trades 
workers 
5 0 0 0 0 0 0 0 5 
Plant and 
machine 
operators and 
assemblers 
24 0 0 0 2 0 0 0 26 
Elementary 
occupants 
50 2 0 0 68 1 0 0 121 
Other, 
Permanent 
0 0 0 0 1 0 0 0 1 
TOTAL 775 101 3 33 712 38 2 24 1,688 
Employees 
with 
disabilities 
3    8    11 
Source: Department of Transport Annual Report 2013/14 
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In light of the above, which demonstrates that women and PWDs are still not adequately 
represented, the indication is that, at this stage, the implementation of affirmative action 
policies in the South African public service is not achieving the desired success in terms 
of achieving employment equity with respect to women at middle and senior 
management levels, and also with respect to people with disabilities. The representation 
of people with disabilities remains at 0.6%. As far as the categories of employees are 
concerned, the category of senior officials and managers is dominated by males; there 
are 18 males and only 4 females. Males also dominate categories of skilled employees 
such as technicians, services (traffic officers), and plant and machine operators. 
Women dominate the lower categories such as clerks and elementary occupations such 
as cleaners and general workers. 
In her policy speech the MEC for Transport did not refer to the issue of employment 
equity. The closest she came to that was when she mentioned that the Department 
would mainstream our Special Programmes in order to respond to the needs and 
challenges of the vulnerable groups such as women, youth and people with disabilities 
through working together with units within the department and other transport sector 
role players. 
To address historical skills and educational disparities, the government introduced the 
Skills Development Act of 1998. As outlined in the Act, the purpose is partly to improve 
the employment prospects of persons previously disadvantaged by unfair discrimination 
and to redress those disadvantages through training and education; and also to 
encourage workers to participate in leadership and other training programmes which are 
meant to empower the designated groups to manage and execute their functions. 
In line with this Act the Department has in its plan for 2014/15 financial year planned to 
train 893 of its staff in different skills. Of these, 394 are African males, 352 are African 
females, 82 coloured males, 17 coloured females, 40 white males, and 8 White females. 
No PWD will receive training. It must also be noted that no Indian employee will receive 
training. With regard to the last financial year 2013/14 financial year 744 employees 
were trained. Of these, 322 were African males, 349 African Females, 42 coloured 
males, 14 coloured females, 3 Indian males, 12 White males, and 2 White females. It 
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must be noted that 34 of those receiving training were managers, 76 were 
professionals, 289 were technicians and associate professionals, 175 clerical support 
workers, 160 service and sales workers, and 10 elementary occupations workers. It 
must be noted again that no PWD received training in the last financial year. 
The above plan and report are for the entire Department including Amathole District. 
The categories of employees to have received training are the same as in other Districts 
and the head office. As it appears in both the report and the plan, no PWDs are 
accommodated. The question therefore arises: if there are PWDs at all in the District 
office, what are the reasons for not employing them, what actions are being taken to 
make sure they are accommodated as the legislation requires. It is also important to 
establish if the Department knows what its role in this should be and if there are proper 
plans and mechanisms that are meant to address this problem 
3.4 Sample 
Babbie and Mouton (2001:175) describe the purpose of sampling as the selection of a 
set of elements from a population where the selected elements accurately portray the 
population. Swanson and Holton (2005:2) encourage the use of a small group to make 
inferences about a larger group, also referred to as generalizability. For the purpose of 
this study, 80 participants will be selected from the Amathole District office.  
Purposive sampling will be used to select the participants. According to Barbie and 
Mouton (2004:166) purposive sampling is appropriate when a researcher has to select a 
sample on the basis of his/her knowledge of the population, its elements and the nature 
of the research aims. It can also be used when the researcher wishes to study a small 
subset of a larger population in which many members of the subset are easily identified. 
This sampling method is appropriate for this study because the researcher is based 
within the organisation to be studied and is familiar with the population from which the 
sample will be taken. Stroker (1989:102 & 113) maintains that it is essential that the 
sample should in all respects be a true image or reflection of the population. It is 
therefore essential that the chosen sample must provide a fair representation of the 
views of the different categories of the employees of the Department. It is against this 
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background that the researcher will make sure that all the population elements are 
included and that the sample is sufficiently representative. This means the sample will 
consist of both male and female employees, employees from different racial groups, 
employees from management and the lower echelons, and employees from the labour 
unions. 46 females and 34 males will take part in the study. This figure is based on the 
fact that proportionally females make a bigger number of the workforce. All 5 white 
employees will also form part of the sample. This is to make sure that all race groups 
are represented. 16 managers will also take part in order to represent the management 
category of the workforce. Also, 64 employees from levels 3 to 8 will be taking part. 
Therefore the sample will not exclude any category of the workforce. It must be noted 
that the Department at this level does not have a single employee from the disabled 
category. 
The chosen unit of analysis has almost all the features of the Department and performs 
most of the functions. It can be used to study the Department as a whole. Almost all the 
different categories of employees are there; the senior manager, the managers, clerks, 
elementary categories, services and sales category in the form of traffic officers. All 
salary levels from 13 and below are there. Almost all race groups are there: whites, 
blacks, and coloured. Therefore, the sample will consist of all these diverse groups. 
3.5 Data Collection 
Data will be collected through a self-administered, structured questionnaire which will be 
given directly to the respondents who will read the instructions and record answers. 
According to Neuman (2011:337) self-administered questionnaires are cost effective, 
can cover a wide area, and can achieve acceptable response rates from an educational 
sample with strong interest in the topic. In this study the employees of the Department 
and heads of different directorates took part. The questionnaire carried instructions on 
how to complete. The respondents were expected to tick the appropriate response in 
the space provided. The questionnaire consisted of two sections. Section A consisted of 
closed-ended questions which enquired about the biographical status of employees. 
Section B consisted of Likert type questions which assessed the employees‟ 
understanding of affirmative action, their experience of how the Department is 
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implementing it, and their attitude towards it. A Likert scale was also used to determine 
the frequency of the behaviour, level of importance questions, and the extent of 
agreement questions.  
3.6 Data analysis 
After the collection of data through the questionnaire that will be distributed over a two 
weeks period, data analysis will take place. Data will be taken to the NMMU resident 
statistician for capturing and analysis. It will be processed using the statistical package 
called Statistica 10 and the information emanating from the analysis will be 
quantitatively interpreted. Findings will be presented in pie-charts and histograms in 
chapter 4.    
 3.7 Reliability and validity 
According to Neuman (2011:208), the validity of a data collection instrument refers to 
the degree to which the instrument can be depended upon to yield consistent results if 
used repeatedly over time on the same person, or if used by two different investigators. 
To make sure the questionnaire to be used is a reliable instrument, the researcher will 
conduct a pilot study involving 5 employees who will be asked to complete the 
questionnaire. The aim of this exercise will be to determine if any of the questions has 
dubious meanings and that will be corrected. 
Neuman (2011:208) defines validity as the degree to which an instrument measures 
what it is supposed to be measuring. To ensure the validity of the questionnaire, it will 
be submitted to both the research supervisor and the NMMU statistician in order to 
obtain their expert opinion. Also, the researcher will ensure that the questionnaire is 
produced in an acceptable format, and that the wording used is clear and easy to 
understand. The researcher will also make sure that, even in terms of its content, the 
questionnaire is based on the information gathered during the literature review. 
3.8 Ethical Issues 
The researcher‟s approach regarding this issue is based on the principles of human 
dignity and respect. Participants will be given a letter explaining the purpose of the 
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study. Also contained in the letter will be the assurance that participation is voluntary, 
responses will be recorded anonymously, and that confidentiality will be guaranteed. 
Support of employees will be gathered, and heads of directorates will be asked to assist 
in distributing the questionnaire in their respective offices. All questions and enquiries 
from participants will be responded to and fully clarified. The researcher will thank all the 
participants for taking part in the study. Ethics clearance was obtained from the 
university (see annexure D). 
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                                                         CHAPTER 4 
DATA ANALYSIS AND INTERPRETATION OF RESULTS 
4.1 Introduction 
In this chapter the collected data will be analysed and interpreted. Quantitative method 
will be utilised in the interpretation of collected data. Findings will then be presented. 
4.2 Response rate 
The response rate for this research was 100%. 90 questionnaires were distributed by 
the researcher with the assistance of heads of sections. All 90 questionnaires were 
completed and returned. 
4.3 Biographical data 
Biographical data is presented below, based on gender, age, race, post category, 
programme, and number of years employed. All racial groups that are employed by the 
Department were represented. Ages varied from less than 25 years to over 41 years. 
Respondents were also asked to indicate their length of experience in the organisation 
they were working for. This was important for evaluating the trends of responses on 
various years of experience. 
 
 
 
 
 
 
 
54 
 
4.3.1 Distribution according to gender 
A gender distribution demonstrates the equitable representation of the participants.  
54% of participants were female and 46% were males. Figure 4.1 reflects the gender 
representation of participants who completed the questionnaire. 
Figure 4.1: Distribution according to gender 
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4.3.2 Distribution according to race 
This demonstrates the breakdown of participants according to race. The highest 
numbers of participants were black employees (89%), followed by whites (8%), and the 
lowest are coloureds (3%). Figure 4.2 reflects a breakdown of responses per race. This 
is against a provincial Departmental statistics in which Africans constitute 88%, Whites 
3%, coloureds 8.2%, and Indians 0.2%. 
Figure 4.2: Distribution according to race 
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4.3.3 Distribution according to qualifications 
This demonstrates the representation of participants at different qualification levels. The 
largest group of participants were employees who only possess matric certificate (39%), 
followed by those with post-matric diplomas or certificates (37%). The third largest 
group were those with degrees (11%), followed by those without matric qualification 
(9%). Only 4% of participants had post-graduate qualifications. Figure 4.3 reflects a 
breakdown of responses according to qualification levels. 
Figure 4.3: Distribution according to qualification levels 
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4.3.4 Distribution according to programme 
This shows the representativeness of the sample in terms of the programmes. Most 
responses are from administration, which incorporates Human Resource, Finance, and 
supply management sections (53%). Following administration is Traffic Management 
which incorporates Traffic Control and Traffic Safety sections (24%). The 3rd biggest 
number of responses is from Public Transport (14%). Community Based Transportation 
makes up 3% of the responses. 4% comes from unspecified sections. These include the 
office of the district manager, Pre-audit unit, and Information Technology (IT) section. 
Figure 4.4 reflects a breakdown of responses according to different programmes.  
Figure 4.4: Distribution according to programmes 
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4.3.5 Distribution according to age 
 Figure 4.5 reflects the representativeness of the sample according to age. Most 
participants are 41 years and older (57%). The second biggest group are employees 
between 30-40 years. The group between the ages 25-29 constituted 8% of the 
response rate. Lastly, the smallest group consists of employees who are younger than 
25 years (1%). Figure 4.5 shows the representativeness of the sample based on age. 
Figure 4.5: Distribution according to age 
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4.3.6 Distribution according to post level 
This indicates the representativeness of the sample based on the post levels of the 
participants. Most participants are at salary level 7- 8 (supervisors and traffic officers) 
(51%). The second largest group are employees at salary level 5-6 (clerks) who make 
24% of participants. Salary levels 9-10 (assistant managers) make 11%, level 12-13 
(senior manager and managers) 6%, levels 1-4(cleaners, drivers, and general workers) 
make 6%, and salary level 11 (Managers) constitutes only 2%. Figure 4.6 shows the 
representativeness of the sample based on post level. 
Figure 4.6: Distribution according to post level 
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4.3.7 Distribution according to number of years in the public service  
This is the indication of the number of years the participants have spent in the public 
service. Most participants have worked for 20 or more years (50%). 31% have worked 
for 6-11 years, 7% for 11- 20 years, another 7% for 2-6 years, and those who‟ve worked 
for less than 2 years make 6% of the respondents. Figure 4.7 illustrates the 
representativeness of the sample based on years in the public service.  
Figure 4.7: Distribution according to number of years in the public service 
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4.4 Findings and analysis on implementation of employment equity 
The study was aimed at assessing the implementation of employment equity in the 
Eastern Cape Department of Transport. The following discussion will focus on the views 
and experiences of the participants regarding the implementation of affirmative action 
and employment in Amathole District. These views were gathered by means of a 
questionnaire which consisted of Likert type questions.  
4.4.1 Understanding of employment equity programme 
For employees to respond positively to the implementation of affirmative action, it is 
important, as Grobler et al. (2011:91) suggests, for all employees to be made aware of 
the contents and application of the EEA, the process that is followed, and their role in 
that process. The questionnaire sought, firstly, to establish if there was sufficient 
understanding of employment equity within the department. Responses given indicated 
that there is a fairly good understanding.  
The first statement suggested that affirmative action is about promoting equality in the 
workplace. 29% strongly agreed, 47% agreed, 10% were neutral, 5.6% disagreed, and 
4.4% strongly disagreed. The fact that most of the respondents either agreed or strongly 
agreed and the number of those who disagreed was only marginal indicates that there 
is a fairly good understanding of employment equity. Figure 4.8 below indicates the 
participants‟ responses when asked if they thought AA promoted workplace equality.  
Figure 4.8 Understanding of employment equity programme (N=90) 
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When asked if they thought affirmative action was used to ensure that the country‟s 
diverse population is represented in the workplace, 34% of the respondents strongly 
agreed, 42.2% agreed, 14.4% were neutral, 4.4 disagreed and another 4.4% strongly 
disagreed. These responses also indicate that there is good understanding of 
employment equity. The marginal number of those who either disagree or strongly 
disagree shows that only a few employees still lack understanding. Figure 4.9 below 
illustrates the participant‟s responses. 
Figure 4.9: Understanding Employment Equity (N=90) 
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When the respondents were asked if they thought AA encouraged blacks, women, and 
people with disabilities not to work as hard as they should, 11.1% strongly agreed, 
14.4% agreed, 11.1% were neutral, 34% disagreed, and 28% strongly disagreed. This 
also indicates that there is a fairly good understanding of this policy as AA is not meant 
to encourage the targeted groups not to work hard. Figure 4.10 below shows the 
participants‟ responses when asked if they thought AA encouraged the targeted groups 
not to work hard. 
Figure 4.10: Understanding Employment Equity (N=90) 
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When asked if they thought AA was only meant for management positions, 1.1% 
strongly agreed, 7.8% agreed, 8.9% were neutral, 40% disagreed, and 34% strongly 
disagreed. This is also an indication of a good understanding of AA. Figure 4.11 below 
illustrates the participants‟ responses when asked if they thought AA was only meant for 
management positions. 
Figure 4.11: Understanding Employment Equity (N=90) 
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With regard to the statement suggesting that affirmative action means hiring unqualified 
people just because they are Africans, women, or disabled; 4.4% strongly agreed, 8.9% 
agreed, 8.9 are neutral,30% disagreed, and 47.8% strongly disagreed.  This still shows 
that there is a good understanding of AA, as illustrated in figure 4.12 below. 
Figure 4.12: Understanding Employment Equity (N=90) 
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the recruitment practices do accommodate applicants from the designated groups. 
According to DPSA (2010:10), the Human Resource Plan should be aligned with the 
Employment Equity intentions of the Department. As Thomas and Robertshaw 
(1999:87) suggest, this should apply to, among others, the process of recruitment and 
selection. 
The respondents were asked to indicate if they strongly agreed, agreed, were neutral, 
disagreed, or strongly disagreed that all vacancies were advertised internally and 
externally. 30% strongly agreed that it is the case, 38.9% agreed, 7.8% were not sure, 
20% disagreed, and only 3.3% strongly disagreed. That the overwhelming number of 
respondents indicated that vacancies are advertise both internally and externally shows 
that the Department does comply with the requirements of the employment equity 
legislation with regard to the advertising of vacancies. 
Figure 4.13 below indicates the participants‟ responses when asked if they thought 
vacancies were advertised both internally and externally. 
Figure 4.13:  Recruitment (N=90) 
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Respondents were also asked if they believed external recruitment adverts in 
publications are more likely to be read by members of disadvantaged groups. 13.3% 
strongly agreed that was the case, 17% agreed, 20% was not sure, 33% disagreed, 
15% strongly disagreed. That the greater number of employees disagree that 
recruitment adverts in publications are more likely to be read by targeted groups could 
mean that they are concerned with the issue of accessibility since people in townships 
and rural areas do not exactly have access to publications in which external adverts 
appear. This would necessitate the exploration of other avenues to complement the 
ones that are currently utilised. For example, Van der Westhuizen and Wessels 
(2011:216) suggest a host of other sources of recruitment, for example postings and 
radio advertising to reach rural communities, and also referrals. 
Figure 4.14 below indicates the participants‟ responses when asked if they thought 
recruitment adverts in publications were more likely to be read by targeted groups. 
Figure 4.14: Recruitment (N=90) 
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The respondents‟ responses when asked if they believed that adverts always indicated 
if the vacancy was to be filled by AA candidates varied. 30.9% agreed, 21.1% were 
unsure, and 47.7% disagreed. That 47.7% disagreed is an indication that sometimes 
the advertisers tend not to mention this. Figure 4.15 illustrates the respondents‟ 
responses when asked if they thought adverts always indicated if the vacancy was to be 
filled by AA candidates. 
Figure 4.15: Recruitment (N=90) 
 
 
 
 
 
 
 
 
12% 
19% 
21% 
35% 
13% 
Adverts always indicate if the vacancy is to be filled by 
AA candidates 
SA
A
N
D
SD
69 
 
Respondents were also asked if they thought the requirements in job advertisements 
were always directly linked to the job description. 55.2% agreed, 16.7% were not sure, 
and 27.8% disagreed. That an overwhelming number of respondents have agreed 
means that the advertisers always make sure there is a direct link between the job 
requirements in the advert and the job description. 
Figure 4.16 shows the respondents‟ responses when asked if they requirements of job 
advertisements were always directly linked to the job description. 
Figure 4.16: Recruitment (N=90) 
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4.4.3 Training and development 
Esterhuizen and Martins (2008:68) identified skills shortages as one of the barriers to 
employment equity. According to them, South Africa has a poor skills profile which 
largely results in a small pool of previously disadvantaged persons who are able to fill 
high-level positions. As a result of this, it has been suggested that EE appointees lack 
the necessary skills and are appointed to either fill quotas or for window dressing. It is 
against this background that the government introduced the Skills Development Act of 
1998 which focuses on addressing the historical skills and educational disparities. This 
is in line with the view held by Groenewald (2006:42) that skills development is a key 
driver to achievement of employment equity objectives. 
Respondents were asked to indicate their views regarding the alignment of training 
programmes with employment equity. 48% agreed that there was alignment, 20% were 
not sure, and 31.1 disagreed. These responses indicate that alignment does exist, 
although for many employees this is not felt. 
Figure 4.17 illustrates the participant‟s responses when asked if the training 
programmes were aligned with employment equity. 
Figure 4.17: Training and development (N=90) 
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When asked to indicate if they believed that all departmental training programmes 
provided skills-oriented training, 50% of the respondents agreed, 21, 1% was not sure, 
and 28, 8% disagreed. Figure 4.18 illustrates the respondents‟ responses. 
Figure 4.18: Training and development (N=90) 
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When asked to indicate if analyses of the workforce are done frequently in order to 
identify employees with potential to be developed, the results were: 41% agreed, 30% 
were not sure, and 28, 9% disagreed. Most employees have indicated that indeed the 
department does conduct such analyses. However, that the number of unsure 
employees is so high (30%) could be an indication that the actual purpose of the 
analysis is never adequately explained to the employees. 
Figure 4.19 shows the respondents‟ responses when asked to indicate if the department 
conducted regular analyses of the workforce. 
Figure 4.19: Training and development (N=90) 
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Respondents were also asked to indicate if they thought development programmes that 
were tailored to individual needs of the targeted employees were carried out with the 
participation of those employees. 32% agreed, 32.2% were not sure, and 35, 3 
disagreed. That the biggest number of respondents disagreed could mean that this was 
not being done. Only 32% of the employees agreed. 
Figure 4.20 illustrates the respondents‟ responses when asked to indicate if the 
development programmes that are tailored to individual needs were carried out with the 
participation of employees. 
Figure 4.20: Training and development (N=90) 
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4.5.4 Retention of AA beneficiaries 
One of the challenges associated with the implementation of employment equity is the 
development of a situation in which the beneficiaries are simply appointed for the 
purpose of meeting targets. Organisations tend to forget that the appointees come with 
high expectations and the need to develop and achieve success. When these needs are 
overlooked the appointees feel excluded, frustrated and disillusioned and this ultimately 
compels them to seek employment elsewhere (Coetzee, 2004:10). Another situation 
arises, as Esterhuizen and Martins (2008:40) suggest, when the beneficiaries feel 
alienated from the organisational culture and that their performance and consequently 
development opportunities end up being negatively affected. Organisations therefore 
need to act to address these challenges.  
The respondents were asked to indicate if they thought the Department did provide 
opportunities for employees from the designated groups who had undergone upliftment 
programmes to practise their newly acquired skills and abilities. 43, 7% agreed, 31.1% 
were not sure, and 24.5 disagreed. 
Figure 4.21 below indicates the participants‟ responses when asked if they thought the 
department provided developmental opportunities for designated groups. 
Figure 4.21: Retention of AA beneficiaries (N=90) 
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The respondents were also asked to indicate if they thought the department did appoint 
members of the designated groups to key positions where they can exercise authority. 
36.7 agreed, 33.3% were not sure, and 30% disagreed. Figure 4.22 below shows the 
participants‟ responses. 
Figure 4.22: Retention of AA beneficiaries (N=90) 
 
 
 
 
 
 
 
 
 
6% 
31% 
33% 
23% 7% 
Members of designated groups are appointed to key 
positions where they can exercise authority 
SA
A
N
D
SD
76 
 
When asked if the Department did provide AA beneficiaries with feedback regarding 
their progress, this is how the respondents felt: 23, 3% agreed, 33, 3% were unsure, 
and 43, 4% disagreed. Figure 4.23 below illustrates participants‟ responses. 
Figure 4.23: Retention of AA beneficiaries (N=90) 
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The respondents were also asked if the Department did conduct exit interviews when 
the AA beneficiaries were about to leave. 15, 5 agreed, 33.3% were unsure, and 51.1% 
disagreed. Figure 4.24 below indicates the respondents‟ responses 
Figure 4.24: Retention of AA beneficiaries (N=90) 
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4.4.5 Managing Diversity 
Diversity has been defined as a process which is intended to create and maintain 
positive work environment where similarities and differences of individuals are valued, 
so that all can reach their potential and maximise their contributions to the 
organisation‟s strategic goals and objectives (Patrick and Kumar, 2012:1). It is, 
therefore, an essential ingredient for the achievement of the organisation‟s employment 
equity objectives. 
 The respondents were asked to indicate if they thought the Department did organise 
sessions in which all employees were invited and issues related to AA were discussed, 
including the need for it. 36% of the respondents agreed that there were such sessions, 
14% were unsure, and 48.9% disagreed that there were such sessions. These results 
could indicate that, even if such sessions were held, not all employees knew about them 
or participated in them. Figure 4.25 illustrates the respondents‟ responses when asked if 
sessions were held to discuss AA related issues. 
Figure 4.25: Manager Diversity (N=90) 
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The respondents were also asked if they thought the Department had activities that 
were aimed at facilitating interaction between members of different cultural groups. 30% 
of the respondents agreed that such activities were there, 25% were unsure, and 44.5% 
thought there were no such activities. It can therefore be concluded that if such activities 
took place, they excluded most of the employees. Figure 4.26 illustrates the 
respondent‟s responses. 
Figure 4.26: Managing Diversity (N=90) 
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Respondents were asked to indicate if they thought employees felt free to express their 
cultural differences. 35.6% felt that they did, 32% were unsure, and 32.2 disagreed. If 
32.2% still felt that employees could not freely express their cultural differences, it 
means, despite the gains that the Department has achieved in this area, there still is a 
need for more effort. Figure 4.27 illustrates the respondent responses. 
Figure 4.27: Managing Diversity (N=90) 
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4.4.6 Racial Equity 
According to DPSA (2010:8) the public service should be characterised by parity in 
terms of which employees irrespective of their race or ethnicity are equitably enabled to 
unleash their potential and maximise their capacity. This requires government 
departments to establish programmes which are aimed at addressing entrenched 
discriminatory attitudes that serve to defeat the affirmative purpose of equality within the 
workplace. 
The respondents were asked if they thought their sections had made sufficient progress 
towards racial equity. 38.9% thought that progress had been achieved, 16% were not 
sure, and 44.5% disagreed that sufficient progress had been achieved. However, what 
the responses reveal is that some progress has been made, but it is still far from being 
sufficient. Figure 4.28 illustrates the respondents‟ responses. 
Fig 4.28: Racial Equality (N=90) 
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The respondents were also asked if they believed the departmental workforce is 
reflective of the country‟s demographics. 33.3% thought they did, another 33.3% were 
unsure, and 33.4% thought the workforce did not reflect the demographics of the 
country. Figure 4.29 below illustrates the respondents‟ responses. 
Figure 4.29: Racial Equality (N=90) 
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When asked for their views on whether they thought the Department had achieved its 
EE targets, 30% thought these had been achieved, 35% were not sure, and 34.5% 
thought the targets had not been achieved. The responses could be reflective of the fact 
that not enough information had been shared with regard to the set targets or the 
numbers of employees from the targeted groups that had been employed. Figure 4.30 
below shows the respondents‟ responses. 
Figure 4.30: Racial Equality (N=90) 
 
In terms of racial equality there‟s still much work to be done. As the responses have 
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4.4.7 Implementation of the Employment Equity Plan 
Section 20 of the Employment Equity Act (EEA 55 of 1998) requires employers to 
develop Employment Equity Plans. These are meant to clearly state the objectives to be 
achieved for each year and the affirmative action measures to be implemented. They 
also set numerical goals to achieve the equitable representation in each occupational 
category and level in the workforce, the time table within which this is to be achieved, 
the strategies to be applied in order to achieve the stated goals, and also the monitoring 
and evaluation procedures to be applied. 
Respondents were asked if they believed the departmental EEP enforced 
transformation. 48.9% thought it did, 35.6% were neutral, and only 15.5% disagreed. 
Figure 4.31 below shows the participants‟ responses. 
Figure 4.31: Implementation of EEP (N=90) 
 
 
 
 
12 
32 32 
10 
4 
13,3 
35,6 35,6 
11,1 
4,4 
0
5
10
15
20
25
30
35
40
SA A N D SD
The EE plan enforces transformation 
Frequency
Percent
85 
 
Respondents were also asked if they believed all managers demonstrated commitment 
to ensure effective implementation of the EE Plan. 33.3% believed they did, 31.1% were 
unsure, and 35.6% thought that the managers were not demonstrating commitment. 
Figure 4.32 illustrates the participants‟ responses. 
Figure 4.32: Implementation of EEP (N=90) 
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When asked if they thought the EE plan is integrated in to the departmental strategic 
objectives, 41% agreed that this was the case, 40% were unsure, and only 18, 9% 
disagreed. Figure 4.33 shows the respondents‟ responses. 
Figure 4.33: Implementation of EEP (N=90) 
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4.4.8 Work environment and facilities 
One of the identified barriers to the employment of people with disabilities is the 
unsuitable physical environment. This, according to Maja et al (2011: 25) refers to 
things like infrastructure, equipment, and machinery. Jakovljevic & Buckley (2011:69) 
have also added the absence of assistive technologies to those barriers. The EEA (55 
of 1998) requires employers to implement AA measures that include reasonable 
accommodation of people with disabilities. Reasonable accommodation means any 
modification or adjustment to a job or working environment that will enable a person 
from a designated group to have access to, or participate, or advance in employment 
(EEA 55 of 1998).     
 Respondents were asked if they thought the Department was providing special working 
tools for people with disabilities for them to perform their responsibilities without 
struggle. 25, 6% agreed that the Department was providing these tools, 22.2% were 
unsure, and 52, 2% thought that the Department was not providing these tools. Figure 
4.34 illustrates the respondents‟ responses. 
Figure 4.34: Work Environment and facilities (N=90) 
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Respondents were also asked if all parts of the building could easily be accessed by 
people with disabilities. 11.1% thought they could, 8.9% were not sure and 
overwhelming 80% thought the building was not easily accessible to people with 
disabilities. Figure 4.35 illustrates respondents‟ responses 
Figure 4.35: Work Environment and facilities (N=90) 
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4.5.9 Attitudes towards AA 
Negative perceptions on the effectiveness of EE implementation do contribute to its 
success or failure (Vermeulen & Coetzee, 2003:18). These perceptions, according to 
Herholdt and Marx (1999:69), can result from the feeling of being excluded from the 
benefits of AA, where, as a result of exclusion, some employees would do the utmost to 
undermine the success of the process by withholding their support from beneficiaries. 
Researchers like Kunene (2005:98) have also found that there is a general lack of 
interest and awareness among employees, and resistance to change by some 
employees and managers. Selby and Sunderland (2006:7) have proposed that 
employees should be involved in the transformation process and that consultation with 
the employees in very critical. 
Respondents were asked if they believed affirmative action led to the lowering of 
standards. 27.7% thought it did, 24.4% were neutral, and 47, 8 thought it did not. Figure 
4.36 illustrates the participants‟ responses. 
Figure 4.36: Attitudes towards AA (N=90) 
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When asked if they thought affirmative action encouraged the employment of 
incompetent people just because of their disadvantaged background, 36.7% of the 
respondents thought it did, 13.3% were neutral, and 50% disagreed. Figure 4.37 
illustrates the respondents‟ responses. 
Figure 4.37: Attitudes towards AA (N=90) 
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Respondents were also asked if they thought affirmative action encouraged employees 
from the targeted groups not to work hard or try to upgrade themselves. 17.7% agreed 
that it did, 18.9% were neutral, and 63.3 disagreed with that view. Figure 4.38 illustrates 
the respondents‟ responses.  
Figure 4.38: Attitudes towards AA (N=90) 
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Asked if they thought affirmative action was unfair and that it was nothing but reverse 
discrimination, 21.2% agreed with that, 22.2 were neutral, and 56.7% did not think it 
was unfair. Figure 4.32 shows the respondents responses. 
Figure 4.39: Attitudes towards AA (N=90) 
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Respondents were then asked if they believed AA was a very necessary instrument for 
transforming the racially divided society 65.6 agreed that it was, 20% were unsure and 
only 14.5% disagreed. Figure 4.40 shows the respondents‟ responses. 
Figure 4.40: Attitudes towards AA (N=90) 
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When asked if they thought the implementation of affirmative action negatively affected 
those whose chances of promotion were now limited, 52.2% thought that was the case, 
28.9% were neutral, and only 18.9% disagreed. Figure 4.41 illustrates the respondents‟ 
responses. 
Figure 4.41: Attitudes towards AA (N=90) 
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Regarding performance, when asked if they thought hiring of people on the basis of AA 
had negatively affected the organisational performance, 42% thought it did, 26.7 were 
unsure, and 31.1% disagreed. Figure 4.42 illustrates the participants‟ responses. 
Figure 4.42: Attitudes towards AA (N=90) 
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and facilities, and attitudes, especially with regards to AA and organisational 
performance. 
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                                                            CHAPTER 5 
    
                                       CONCLUSION AND RECOMMENDATIONS 
 
5.1  INTRODUCTION 
The focus of the previous chapter was the presentation and analysis of the collected 
data which indicated the views of the employees of the Department of Transport in 
Amathole District regarding the implementation of Employment Equity in the 
Department. The focus of this chapter is to illustrate that the objectives of this study 
have been met, identify the limitations of this study, and come up with recommendations 
on how the situation can be improved with regard to the implementation of the 
employment equity legislation. Recommendations will be directed to the Head of 
Department. 
5.2 SUMMARY OF RESEARCH FINDINGS  
The objectives of the study were specified as follows: 
 To determine the extent to which the Eastern Cape Department of Transport is 
complying with the relevant policy and legislative requirements and measures. 
 To determine the enabling and constraining factors for achieving employment 
equity in the Eastern Cape Department of Transport. 
 To gain an understanding of what can be done to improve the employment equity 
transformation with regard to all the designated groups in the department. 
 To make new recommendations on how the situation can be improved in relation 
to how EEA is implemented. 
The questionnaire administered to the employees of the Department of Transport 
explored their views as presented and discussed in chapter 4. In this chapter 
recommendations will be made based on the research findings. 
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5.3 CONCLUSION OF STUDY 
The aim of this study was to assess the implementation of employment equity in the 
Eastern Cape Department of Transport. This was to be done by exploring the views of 
the employees of the Department in the District of Amathole, recording and analysing 
them. The study revealed that there is a fairly good understanding of the policy among 
employees and, as such, support its objectives. On recruitment the study showed that 
the job adverts are not placed where they can be accessed by all potential applicants 
and also do not specify the target. With regard to training and development, there is no 
sufficient involvement of employees when the training programmes that are tailored to 
individual needs are being implemented. On the retention of AA beneficiaries the study 
has found that the Department does not always provide feedback about how the AA 
beneficiaries are performing as well as conduct exit interviews when they leave the 
Department. On managing diversity, the Department is not doing enough; as a result 
there are still many employees who still do not feel free to express themselves 
culturally. With regard to the issue of racial equity the study found that the Department 
is still lagging behind as the workforce still does not reflect the country‟s demographics. 
The study also found that management commitment towards the implementation of the 
employment equity plan is not sufficient. In terms of favourable work facilities and 
environment, the Department still has not provided these as a result people with 
disabilities(PWDs) cannot be employed. The attitudes towards affirmative action are 
generally positive but there are still employees who believe that AA appointments affect 
the morale of non-beneficiaries and have a negative impact on performance.  
5.4 LIMITATIONS OF STUDY  
The following limitations were identified: 
5.4.1 The quantitative nature of this study did not allow the respondents to elaborate 
on their views regarding the implementation of EE in Amathole District. 
5.4.2 The fact that the researcher is a manager may have caused some employees, 
especially the ones in lower ranks, to provide positive answers even where they 
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know the Department could‟ve done better. This is despite the fact that the 
responses were anonymous. 
5.4.3 In terms of the sample size, it could‟ve been ideal to have a bigger sample size 
as that would‟ve provided the researcher with more views on the issue. However, 
it would‟ve been logistically difficult to involve employees in other district offices. 
5.4.4 The language issue could‟ve been another limitation as some workers, especially 
the cleaners and general workers, could‟ve struggled to understand some of the 
words used. 
5.4.5 Getting the questionnaires back from the respondents was not easy, especially 
from the managers because of their busy schedule. 
5.4.6 Some of the responses provided could‟ve been influenced by the personal 
experiences of individuals; therefore, the issue of bias and subjectivity could not 
be completely avoided.  
5.5 RECOMMENDATIONS 
Although some progress has been made by the Department in implementing the EE, 
the overall responses to the study clearly indicate that there remain serious challenges 
that need to be addressed in order for implementation to be effective. The following are 
recommendations which are based on the findings regarding implementation of 
employment equity within the Department of Transport. 
5.5.1 Recommendations regarding the management commitment 
One of the areas that still remain problematic in the Department‟s EE implementation is 
that of management commitment. Employees still feel that managers are not showing 
sufficient commitment towards effective implementation of employment equity.  
Section 24 of the EEA, 55 of 1998 requires employers to assign one or more senior 
managers to monitor and implement the EE Plan. 
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Human, Bluen and David (1999:33) have identified management commitment as one of 
the critical success factors for employment equity. As Thomas and Robertson (1992:21) 
suggest, for organisations to be able to successfully implement employment equity, it is 
important that they develop a collective value system. For this to succeed managers are 
needed to lead a process in which shared values and associated behaviours will be 
participatively developed with employee groups at all levels within the organisation, 
reflecting a joint vision held by all. 
Selby and Sutherland (2006:58) suggest that the leadership is also expected to make 
sure that transformation is incorporated into the organisation‟s strategic objectives and 
cascaded down to all employees. Once the strategic direction is given and management 
is adequately visible in support of the EEP, this could lead to more participation on the 
part of the employees. 
Furthermore, Sections 25 and 26 of the EEA, 55 of 1998 emphasise communication 
and prescribes that the employees are made aware of the provisions of the Act, the EE 
Plan and Report, as well as all other documentation concerning the Act and its 
implementation. It is the responsibility of the management to ensure that this happens. 
Recommendation: That all managers in the Department play an active part in the 
implementation of EE. Specific tasks that managers are expected to perform have to be 
identified and included in their performance contracts as part of their key performance 
areas. 
5.5.2 Recommendations regarding recruitment 
In relation to recruitment, the study identified some challenges. The study found that 
despite all the progress that has been made, job adverts still do not reach all the 
potential applicants, especially those from the disadvantaged backgrounds. The fact 
that the Department has not met its EE targets could be, in part, as a result of problems 
relating to the adverts.  
It has been suggested by Thomas and Robertshaw (1999:61) that measures that are 
implemented to eliminate barriers to the achievement of EE objectives must include 
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recruitment procedures. DPSA (2010:10) guidelines also suggest that it is necessary to 
align the HR plan with the EE intentions of the department. 
Recommendation: Other avenues are explored to complement the ones that are 
currently utilised. This means the use of other sources of recruitment, for example, 
postings, radio advertising to reach rural communities, and also referrals. Adverts have 
to be taken to the areas where the targeted population can be found. Further, it is 
recommended that it must always be specified in the adverts that the Department 
intends to fill that position with someone from the targeted groups. 
5.5.3 Recommendation regarding work environment and facilities 
The study revealed that the Department is not doing anything to address the issue of 
work facilities and infrastructure. The building housing the District office cannot be 
accessed by people with disabilities. That means the Department is, therefore, not in a 
position to hire them. This is despite the fact that the South African government has set 
itself a target of having at least 2% of its staff as PWDs. 
The Employment Equity Act (1998) requires the employers to implement Affirmative 
Action measures in order to ensure that suitably qualified people from designated 
groups have equal employment opportunities and are suitably represented in all 
occupational categories and levels in the workforce of a designated employer. 
 According to the Employment Equity Act (1998), reasonable accommodation of people 
from the designated groups refers to any modification or adjustment to a job or the 
working environment that will enable a person from a designated group to have access 
to, or participate, or advance in employment. This means institutions are to make sure 
that all those needs of the designated groups are not only identified but are actually 
taken care of. 
According to Marumogae (2012:245) the state‟s implementation of progressive 
measures to ensure that persons with disabilities attain equality within the labour market 
has been challenged by the disabled persons‟ lack of reasonable accommodation 
measures at work and ignorance about their potential at work.  
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Recommendation: The Department has to ensure that lifts are installed in buildings 
with more than one floor, as that is fundamental in increasing accessibility to the 
workplace for people with disabilities. Other measures to be adopted are: the erection of 
special parking facilities and ramps, and also the provision of special working tools for 
PWDs. 
5.5.4 Recommendations with regard to diversity 
The findings showed that the Department is not doing too well in terms of managing 
diversity as only a few employees felt that they were free to express themselves 
culturally. It also showed that not enough was done to promote diversity.  
The Employment Equity Act 55 of 1998 requires the workplace to be transformed to 
reflect the country‟s demographics and that there is no discrimination and everyone is 
treated fairly and equally. 
  
According to Herholdt & Marx (1999:47), management of diversity means managing the 
workforce so as to ensure maximum utilisation of all employees for the benefit of the 
organisation. It is a comprehensive managerial process that seeks to develop an 
environment which works for all employees and which allows differences to be used as 
a competitive advantage. It, therefore, needs to be properly managed so that all 
employees have an equal chance of realising their full potential without racial, gender, 
or other differences influencing the process. 
 
Recommendation: The Department should organise workshops and training sessions 
in order to help achieve diversity. Managers should also be offered training in diversity 
management and related skills so that, as leaders, they can help build and manage a 
diverse workforce that is productive. 
5.5.5 Recommendations for understanding EE and improving employee attitudes 
The study has shown that among the staff there is a fairly good understanding of the EE 
policy; as a result the staff attitudes towards it are generally positive. However, most 
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employees believe that the morale of non-beneficiaries is negatively affected, and that 
hiring on the basis of AA could negatively affect the organisation‟s performance. 
Section 16 of the EEA 55 of 1998 requires that consultation with employees must be 
done and describes it as a key process that must be undertaken in any transformation 
process. EEA provides that this process must of necessity include employees that 
belong to trade unions and those that are not unionised, employees from across all 
occupational categories of the workforce, and employees from both the designated and 
non-designated groups. 
According to Grobler et al (2011:92) the appointed managers alone cannot carry out this 
programme, and should, therefore, involve stakeholders such as trade union 
representatives etc. In this way, the employees‟ needs will be taken into account and 
management positions on EE clarified. 
Recommendation: In order to reinforce the positive attitudes towards EE and thus 
ensuring the support of workers, workplace forums as a platform for engaging the 
workers must be established in all district offices and at head office. Further, it is also 
recommended that Employment Equity Committees should be established as platforms 
of continuous consultation on matters relating to the implementation of EEP. Lastly, it is 
recommended that EE benefits should be broadcast and myths dispelled so that fear 
and anxiety can be reduced. 
5.5.6 Recommendations regarding training and development 
This study has found that the Department does provide training, and does make sure 
that training programmes are aligned with the employment equity. The study has shown 
that training is skills-oriented and that the analyses of skills are done to identify 
employees with potential to be developed. However, not enough is done to ensure that 
the development programmes that are tailored to individual needs of the targeted 
employees are carried out with the participation of those employees. This could affect 
the effectiveness of the training programmes provided. 
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Section 15 of the EEA 55 of 1998 seeks to ensure that suitably qualified people from 
designated groups have equal employment opportunities and are equitably represented 
in all occupational level in the workforce of a designated employer. The Act also 
acknowledges that designated groups never had fair opportunities in the workplace, 
including exposure to quality education and training. The Skills Development Act 97 of 
1998 seeks to address the existing skills disparities through training and other 
developmental programmes. 
 
Section 16 deals with consultation with employees and provides guidelines for this. 
Consultation and worker participation is a key process that must be undertaken in any 
transformation initiative. 
Recommendation: Participation of the affected employees must always be sought in 
order to for them to have a sense of ownership in the training programme and therefore 
help improve its effectiveness. 
5.5.7 Recommendations regarding Retention of AA beneficiaries 
The study has shown that even though the Department does provide employees who 
had undergone upliftment programmes with opportunities to put their newly acquired 
skills into practice, and appointed them in positions in which they can exercise authority, 
the challenge that remains is the failure of the Department to give these employees 
feedback on how they are performing their responsibilities. Another challenge is that 
when the employees leave, there are no exit interviews that are done in order to 
determine what the reasons are for leaving. 
Recommendation: The Department should provide the AA beneficiaries with regular 
feedback. It is also recommended that exit interviews should be done for those who are 
leaving. This would help to determine their reasons and if it is something to do with 
internal problems within the Department, those can be identified and dealt with. 
It is believed that the implementation of these recommendations can go a long way in 
helping the Department to meet its EE targets as set out in the Department‟s EE Plan. 
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5.6 Recommendations for further research    
Taking into consideration the findings of this study, the following recommendations can 
be made: 
It is recommended that a further research is conducted around the question of why in an 
area like East London there are very few Whites and Indians in the government 
departments. 
Another recommendation is a further research to determine if the AA beneficiaries have 
been able to develop to a point where their progression does not depend on the 
government‟s policies of upliftment. 
It is also recommended that a study should be done to determine if focusing on the 
upliftment of individuals by way of placing them in positions does not compromise the 
service delivery expectations of the masses. 
5.7 Conclusion 
The aim of the study was to assess the implementation of employment equity in the 
Eastern Cape Department of Transport. Considering all the information gathered, from 
the literature review, the legislative framework, and the study itself, it can be concluded 
that there are areas where the department has performed according to expectations, 
but there are those areas where serious challenges still remain. A list of 
recommendations was compiled which outlines steps that the Department should take 
in order to implement EE successfully.  
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ANNEXURE A 
 
 
 
 
12 August 2013 
Superintendent General  
Department of Transport 
P.O. Box 0023 
Bisho 
5605 
Dear Mrs. T. Kgare 
REQUEST FOR PERMISSION TO CONDUCT RESEARCH AT THE DEPARTMENT OF TRANSPORT 
My name is Phelo Mqingwana, and I am a Master‟s Degree in Public Administration student at the Nelson Mandela 
Metropolitan University in Port Elizabeth. The research I wish to conduct for my Master‟s treatise involves an 
assessment of the implementation of Employment Equity in the Department of Transport in 
Province of the Eastern Cape.  This project will be conducted under the supervision of Dr Enaleen Draai 
(NMMU, South Africa). 
I am hereby seeking your consent to approach departmental staff (Amathole District) to participate in the study by 
completing questionnaires.   
I will provide you with a copy of my treatise proposal which will includes copies of the measure and consent and 
assent forms to be used in the research process, as well as a copy of the approval letter which I will received from the 
NMMU Research Ethics Committee (Human) in due course (once available).  
Upon completion of the study, I undertake to provide the department a copy of my treatise. If you require any further 
information, please do not hesitate to contact me on 083 700 9805, fax – 086 577 0580 and 
s199223610@live.nmmu.ac.za.Thank you for your time and consideration in this matter. 
Yours sincerely 
PZ Mqingwana 
Nelson Mandela Metropolitan University 
 
 
P.O Box 77000 
Nelson Mandela Metropolitan University 
Port Elizabeth 
6031 
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ANNEXURE B 
 
 
 
 
15 September 2014 
 
Dear Sir/Madam 
 
I, Phelo Mqingwana, am undertaking this research project in order to assess the implementation 
of the Employment Equity legislation by the Department. I am in the process of completing the 
qualification Masters in Public Administration within the department of Politics and Government 
Studies at NMMU.  
 
 To this end, I kindly request that you complete the following questionnaire regarding your 
understanding of this policy and your understanding and experiences of the implementation 
within the Department. It should not take more than 20 minutes of your time. 
 
Your responses to the questionnaire will be recorded anonymously.  You do not have to provide 
your name or surname. Kindly note that your participation in study voluntary. You may withdraw 
at any time. Information provided by you remains confidential and will be reported in summary 
format only. 
 
Kindly return the completed questionnaire to the following address: 25 Cambridge Street, East 
London before 22 September 2014. 
 
Summary results of this research will be made available at the Nelson Mandela Metropolitan 
University library once the study is completed. Electronic copies of the results will also be made 
available to those interested. 
 PO Box 77000  
 Nelson Mandela Metropolitan University 
 Port Elizabeth  
 6031  
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Should you have any queries or comments regarding this questionnaire, you are welcome to 
contact my study leader Dr Enaleen Draai at 041 5043808 or myself telephonically at 083 700 
9805 or email us at: phelozm@gmail.com. 
 
Thank you for taking the time to read this information. 
 
 
P.Z Mqingwana       
Nelson Mandela Metropolitan University 
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ANNEXURE C 
QUESTIONNAIRE: Impressions and experience of affirmative action and 
employment Equity 
The purpose of this questionnaire is to determine your understanding of affirmative 
action and your experiences and observations on how it is implemented by the 
Department. Your responses will remain anonymous. Your co-operation is appreciated. 
SECTION A: BIOGRAPHICAL INFORMATION   
In this section please indicate your biographical information. Although we are 
aware of the sensitivity of the questions in this section, the information will allow 
us to compare groups of respondents. 
Please answer the following questions by putting a cross (x) in the relevant 
block  
 
1. GENDER 
 
 
2. AGE   
25 years and younger  
25-29  
30-40  
 41 and older  
 
3. Race 
Black  
White  
Coloured  
Indian   
 
4. In which post level are you?  
Salary level 1-4  
Salary level 5-6  
Salary level 7-8  
Salary level 9-10  
Salary level 11  
Salary level 12-13  
5. What is your highest educational qualification?  
 
Grade 11 or lower  
Grade 12  
Male  
Female  
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Post-Matric diploma or certificate  
Baccalaureate degree(s)  
Post-graduate degree(s)  
 
 
6  How many years have you been working for the South African Public Service? 
0- less than 2  2- less than 6  
6- less than 11  11- less than 20  
20 and  more  
 
7. In which programme in the Department do you work? 
Administration  
Public Transport  
Traffic Management  
Community Based Transportation  
Other please state  
  
SECTION B 
Please answer the following questions by putting a cross (x) in the relevant block or writing 
down your answer in the space provided. 
 
1. What is your understanding of the employment equity programme? 
 Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
 1 2 3 4 5 
1. Affirmative action (AA) is about 
promoting equality at the workplace 
     
2. Affirmative action is used to ensure that 
the country‟s diverse population is 
represented in the workforce. 
     
3. Affirmative action is a deliberate attempt to 
uplift previously disadvantaged groups to 
enable them to operate on the same level 
as their white counterparts 
     
4. Affirmation action encourages the blacks, 
women and people with disabilities not to 
work as hard as they should 
     
5.  Affirmative action is meant only for 
management positions 
     
6. Affirmative action means hiring unqualified 
people just because they are Africans, 
women or disabled 
     
7. All employees understand the objectives of      
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the Employment Equity Programme 
 
2. Recruitment 
 Strongly 
agree 
agree Neutral Disagree Strongly 
disagree 
 1 2 3 4 5 
1. All vacancies are advertised 
internally and externally. 
     
2. External recruitment adverts in 
publications are more likely to be 
read by members of disadvantaged 
groups. 
     
3. Adverts always indicate if the 
vacancy is to be filled by AA 
candidates. 
     
4. Requirements in job advertisements 
are always directly linked to the job 
description.  
     
 
 
3. Training and Development 
 Strongly 
agree 
Agree Neutral Disagree Strongly 
disagree 
 1 2 3 4 5 
1. Training programmes are aligned 
to employment equity (EE) 
objectives.  
     
2. All departmental training 
programmes provide skills-
oriented training. 
     
3. Analyses of the workforce are 
frequently done by the department 
with the aim of identifying 
employees with the potential to be 
developed.  
     
4. Development programmes that are 
tailored to individual needs of the 
targeted employees are carried 
out with the participation of the 
concerned employees.  
     
 
 
4. The retention of AA beneficiaries 
 Strongly  Agree Neutral Disagree Strongly 
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agree disagree 
 1 2 3 4 5 
1. The department does provide 
opportunities for members from 
the designated groups who have 
undergone upliftment programmes 
to practise their newly acquired 
skills and abilities 
     
2. The department does appoint 
members of the designated 
groups to key positions where they 
can exercise authority. 
     
3. The department does provide AA 
beneficiaries with feedback 
regarding their progress.  
     
4. When AA beneficiaries leave the 
department, exit interviews are 
always done  
     
 
5. Managing Diversity              
 Strongly 
agree 
 
Agree Neutral Disagree Strongly 
disagree 
1 2 3 4 5 
1. The Department does organise 
session(s) in which all employees are 
invited and issues related to AA are 
discussed, including the need for it 
     
2. The Department has activities that are 
aimed at facilitating structured 
interaction between members of 
different cultural groups.  
     
3. Employees feel free to express 
differences that may be due to 
different cultural backgrounds 
     
 
6. Racial Equity 
 Strongly 
agree 
 
Agree Neutral Disagree Strongly 
disagree 
1 2 3 4 5 
1. There is sufficient progress made 
towards achieving racial equity 
targets in my section. 
     
2. The departmental workforce reflects      
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the demographics of the country 
3. Departmental EE targets are 
achieved. 
     
 
7. Implementation of the Employment Equity Plan 
 Strongly 
agree 
 
Agree Neutral Disagree Strongly 
disagree 
1 2 3 4 5 
1. The departmental EE plan 
enforces transformation  
     
2. All managers demonstrate 
commitment to ensure effective 
implementation of the EE plan 
     
3. The EE plan is integrated into the 
departmental strategic objectives. 
     
4. The departmental EE plan has 
been developed for legislative 
compliance only. 
     
 
 
 
8. Work Environment and facilities 
 Strongly 
agree 
 
Agree Neutral Disagree Strongly 
disagree 
1 2 3 4 5 
1. Special working tools are provided for 
people with disabilities to perform 
their responsibilities without struggle.  
     
2. People with disabilities can easily 
access any part of the building 
without struggle 
     
 
9. Attitudes towards AA 
 Strongly 
agree 
 
Agree Neutral Disagree Strongly  
disagree 
1 2 3 4 5 
1. Affirmative action leads to the 
lowering of standards 
     
2. Affirmative action encourages the 
employment of incompetent people 
merely because of their 
disadvantaged background.  
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3. Affirmative action encourages 
employees from disadvantaged 
backgrounds not to work hard or try to 
upgrade themselves. 
     
4. I believe that AA is unfair and that it is 
nothing but reverse discrimination 
     
5. I believe that AA is a very necessary 
instrument for transforming our 
racially divided society.  
     
 
6. Affirmative action negatively affects 
the morale of those whose chances of 
promotion are now limited because of 
its implementation.  
     
7. Hiring of people on the basis of AA 
has negatively affected the 
organizational performance. 
     
 
 
Any other comments 
-------------------------------------------------------------------------------------------------------------------------------
-------------------------------------------------------------------------------------------------------------------------------
-------------------------------------------------------------------------------------------------------------------------------
----------------------------------------------------------- 
Thank you for your participation 
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SOUTH CAMPUS 
FACULTY OF ARTS 
Tel . +27 (0)41 5042855   Fax. +27 (0)41 5041661  
         Noxolo.mngonyama@nmmu.ac.za 
 
Ref: H/14/ART/PGS-0029 
17 December 2014 
Mr P Z Mqingwana        
P/ B X9009  
East London 
5400 
Dear Mr Mqinqwana 
AN ASSESSMENT OF THE IMPLEMENTATION OF EMPLOYMENT EQUITY: DEPARTMENT  
OF TRANSPORT IN THE PROVINCE OF THE EASTERN CAPE  
Your above-entitled application for ethics approval served at the FPGSC Higher Degrees sub-
committee of the Faculty of Arts Faculty Postgraduate Studies Committee. 
We take pleasure in informing you that the application was approved by the Committee. 
The Ethics clearance reference number is H/14/ART/PGS-0029, and is valid for three years, 
from 05 NOVEMBER 2014 – 05 NOVEMBER 2017.  Please inform the FPGSC, via your supervisor, 
if any changes (particularly in the methodology) occur during this time.  An annual affirmation 
to the effect that the protocols in use are still those for which approval was granted, will be 
required from you.  You will be reminded timeously of this responsibility. 
 
We wish you well with the project.  
Yours sincerely 
• PO Box 77000 •  Nelson Mandela Metropolitan University 
• Port Elizabeth • 6031 •  South Africa •  www.nmmu.ac.za 
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Mrs N Mngonyama 
FACULTY ADMINISTRATOR 
cc: Promoter/Supervisor 
 HoD 
 School Representative: Faculty FPGSC 
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